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Introduction 
The present investigation is a modest attempt to explore and 
analyse the "Socio-Psycological Constraints; their Impact on 
Productivity and Labour-Management Relations," among the skilled 
and semi-skilled workers in Aligarh Lock Industries. 
The term socio-psychological constraints in the present study are 
confined alone to perceptions and aspirations of the respondents. It is 
an accepted fact that man in society acts or reacts positively or 
negatively on the basis of their own perceptions and aspirations. These, 
thus are very powerful determinants of human conduct in all the 
spheres of life. 
The word productivity has been defined in a variety of ways, 
however its meaning, expression and use are by no means uniform. 
Productivity is being regarded as a ratio of output to a measure of one 
or more of the inputs used to produce the output. Production is also 
understood as a transformation of inputs into outputs. The inputs are 
what a firm buys and outputs are what it sells, productivity is an 
overall efficiency with which our industries perform their work. 
Productivity, thus, is a relationship between inputs used in a 
productive process and output they generate. 
Productivity in India has assumed greater importance, because 
we are striving to attain economic self-reliance in all the spheres of 
life. In order to provide better standard of living for the working class 
in particular and to ensure a better and richer life for the people in 
general. Thus we have to achieve a faster rate of economic growth. 
Nothing can be achieved if industrial as well as governmental policies 
pertaining to industry are not conducive to the workers and the 
management. Today, productivity among the third world countries is 
one of the serious problems and need for proper planning of industrial 
development and management. 
The term labour-management relations refers to that relationship 
which emerges and develops out of employment between management 
and employees and their organisations. Labour-management relation is 
the sum total of relationship that exists at every level in the 
organizational structure of the setup. 
The continuity and maintenance of industrial peace and harmony 
is essential for all round development and progress of industrial 
enterprise, harmonious working environment and labour-management 
relations would always give fillip to higher productivity, and profits 
peaceful running of the factory would also provide an opportunity of 
overall progress and development of the enterprise. On the other hand 
uncongenial working environment and labor-management relation is 
likely to generate industrial disharmony and even the frictions in the 
setups leading to layoff, lockout, strikes, gheraos, bandh and closure of 
the factory etc., amounting to negative impact on production and 
profits. In this way it becomes the socio-economic and moral 
commitment or responsibility of the factory owners to maintain healthy 
and harmonious relations between themselves and the working force. 
The term perception is usually applied to the way that one 
observes things or events and come to know about them. On the basis 
of perceptions, the individuals start forming their attitudes or reactions 
which may either be positive or negative towards things or events 
which they have perceived or observed. Perceptions are also subject to 
suggestions, which ultimately influences the formation of attitudes or 
reactions of the individuals towards things and objects. 
Aspirations are actually the goals 'a person' sets for the self in 
tasks, which have intense personal significance for the person. There 
may be a very high dream goal, and ideal goal and an action goal. An 
action goal is one, which the individual is determined to attain even if 
the luck or circumstances are not in favour of him. 
In the present investigation the term perceptions and aspirations 
have been used to elicit responses of the subjects working in different 
set ups because responses largely depends on their perceptions and 
aspirations where they are working or interacting. 
Sample of the study: 
The sample of the present investigation has been drawn by 
adopting simple random method from the skilled and semi-skilled 
workers serving in lock industries situated in the vicinity of industrial 
estate of Aligarh. The factories selected on the basis of their seniority 
in the trade as well as their established reputations are Link, Bajaj, 
Parker, Modern and Rose Lock Industries. Out of the total population 
of skilled and semi-skilled workers in these factories, a sample of 351 
workers have been randomly taking into account. 
Tool Employed: 
In order to collect the data or information from the respondents, 
the investigator developed a questionnaire related to the social, 
economic, political, educational and religious perceptions and 
aspirations of the subjects, which often are operative as constraints in 
their working set ups as well as in life as a whole. The respondents for 
each question were asked to express their viewpoints in the form of 
'Yes' , 'Indifferent' and 'No', furthermore, the investigator has also 
collected information from the schedule, which have been filled by 
researcher after asking the view points of factory owners. 
Analysis of the Data: 
The entire data of the respondents, representing the skilled and 
semi-skilled categories of the workers hailing from the above stated 
factories was analysed and compared percentage wise. Furthermore, t-
test has also applied to find out whether, significant difference is 
operative or not, among the skilled and semi-skilled workers as far as 
their perceptions and aspirations are concerned. 
Conclusions and suggestions: 
The investigator on the basis of the comparative analysis, 
tentatively proposed the following suggestions: 
It is tentatively proposed that regular medical checkup keeping 
in view the productivity aspect be made compulsory by law. If any 
owner not abiding Itiw be subjected to legal course of action. 
It is tentatively suggested that the Factory Acts be made 
compulsorily operative in all the factories. Regular check-up of the 
factory workers be made compulsory by the concerned governmental 
authorities to check the application of the provisions pertaining to 
prescribed medical facilities, which are supposed to be followed by the 
owners of the factory. In case of any short coming proper legal action, 
as prescribed in the law, be taken against the concerned owners of the 
factories. 
It is tentatively suggested that factory owners themselves 
keeping in view of their own economic interest should provide at least 
basic medical facilities to their workers within the factory campus so 
that workers may feel attracted towards their establishments and work 
judiciously Such facilities, it is expected are bound to have positive 
impact on productivity and profits. 
It is tentatively proposed that the factory owners in order to 
avail judicious services of the workers and get better productivity 
results, they should revise the salary of the workers after every three or 
five years or so. Furthermore, they should formulate proper pay scales 
for the workers' and system of incentives should also be adopted by the 
factory owners in order to gain the confidence and working sympathies 
of the workers which ultimately are is expected to give to fillip higher 
productivity. 
It is tentatively proposed that keeping in view the higher 
productivity aspect and to enrich workers attitude in positive direction, 
the factory owners must revise the pay structure of the workers 
annually or on the basis of their profits, which, it is expected would 
not affect production adversely. 
It is tentatively proposed that in order to control frustration and 
production aspects, the factory owners should be careful in the 
assignment of workload to the workers and wages should be paid 
judiciously on the basis of extra workload. 
It is tentatively suggested that in order to save workers from 
psychological strains and to retain their working concentration, the 
factory owners should start some loan provisions within the system. 
The factory owners can realise the given loans from worker's salary in 
every month on Very nominal rate of interest. 
It is tentatively suggested that the factory owners in order to 
gain the confidence of the workers must provide adequate incentives to 
the workers, it is expected, would help in the maintenance of workers 
sincerity as well as in attaining higher productivity and in arresting 
any conflicting situation leading to profits. 
It is tentatively suggested that in order to keep in view the 
productivity aspect as well as in the maintenance of good relationships 
among the workers and the management, the provisions of pension be 
incorporated by the factory owners. It is expected would ultimately 
lead to higher productivity and healthier relationship among the 
workers and the management. 
It is tentatively proposed that in the event of the closure of the 
factory the owners must pay the salary to the workers first and then 
they must make every effort for some compromise with the workers in 
the matters of their other claims. Furthermore, it is also suggested that 
Factories Act be modified to take suitable initiative to rescue such 
workers. 
It is tentatively suggested that in order to avoid any kind of 
conflict with the workers, the management should sincerely and 
honestly apply labour laws in their factories. Furthermore, it is also 
suggested that the concerned officials of industrial department should 
keep regular surprise checks of the factories and see whether the 
industrial laws are operative in the factories or not. Suitable action 
should be taken against such factory owners, where the industrial laws 
are not being rigorously or properly implemented. 
It is tentatively proposed that leave provisions to the workers 
should remain, as they are presently operative. It is further, suggested 
that in the event of any eventuality, if any worker seek extra leave he 
should not be awarded any kind of punishment rather he be asked to 
work for extra time for which he need not be paid extra. 
!i is tentatively proposed that factory owners on the basis of 
their annual profits should raise or establish funds which may be 
marked "Loan Funds". Loans be given to the workers for the marriage 
of their wards or for the construction of houses etc. on nominal rate of 
interest, which can be reclaimed from the workers salary on monthly 
basis. Such step, it is expected, would have great positive impact on 
the workers satisfaction, productivity as well as on labour-management 
relations. 
It is tentatively proposed that keeping in view the productivity as 
well as labour-management relationships aspects every factory owner 
must make provisions for loan facilities to the workers on nominal rate 
of interest. The loan may be deducted from their salaries on monthly 
basis on the nominal rate of interest. Factory owners can seek 
Government help for raising funds for loans for the workers and in this 
way, they would be serving as middle men without raising funds from 
their own sides, such step it is expected would lead to integrate the 
feelings of belongingness among the workers and might result in 
greater productivity and healthy relationships with the management. 
It is tentatively proposed that the government should make 
specific provisions in the Factory Act and Labour laws that in the event 
of worker's death his/her dependents on the basis of qualifications has 
to be provided job in the same factory because such provisions are not 
operative in these days. This accomplishment, it is expected, would 
succeed in controlling the emerging feelings of insecurity and 
uncertainty among the workers and would improve the feeling of 
sincerity towards the management and the setup as a whole. 
It is tentatively proposed that under Companies Act provisions 
be made compulsorily applicable that in the event of the worker's death 
his/her dependent shall be provided with substantial financial 
assistance for future settlement of the dependent or job be provided by 
the factory owners, where the worker was serving. It is expected that 
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such approach would enhance and enrich production as well as healthy 
labour-management relations. 
It is tentatively proposed that in the event of over time work if 
and when required by the management or the factory owners, should 
continue the presently operative system of extra payment to the 
workers and if possible occasionally some small gifts should also be 
offered to the workers. Such step, it is expected, would further 
strengthen the labour-management relations and working environment 
of the establishments. 
It is tentatively suggested that the less educated workers of their 
establishments be advised by the management to attend Adult 
Education Programmes, which are operative in every district. In doing 
so, workers would gain more confidence among themselves in order to 
improve their financial positions should take up some extra economic 
activity during their spare time but not at the cost of their own working 
responsibility, so that they may be able to educate their children. 
Furthermore it is also suggested that factory owners as a tool to 
encourage workers should start some kind of scholarship provisions for 
the children of their workers, which will bring good name to their 
organization also. 
It is tentatively suggested that keeping in view the latest modern 
approaches operative in the western world, which have brought very 
good productive results, the Indian factory owners are also advised to 
modify their present working system in gradual installments. It is 
expected that if the physical and socio-cultural requirements of the 
working setups are modified on modern lines, would amount to greater 
productivity, profits and healthier interactions among the workers and 
the management 
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It is tentatively proposed that keeping in view the productivity 
and profit aspects, factory owners must incorporate the provisions for 
promotional opportunities to the workers on the basis of some specific 
criteria, which would, it is expected lead to a great extent in arresting 
the feelings of psychological strains and frustrations among the 
workers and strengthen the labour-management relations with a 
positive impact on productivity. 
It is tentatively suggested that in order to keep the productivity 
as well as social relationship aspects, the employers should encourage 
their workers to interact among themselves freely and regularly. The 
same approach be adopted by the management for interaction with 
workers Such setups would further strengthen the social relations in 
the organization and would keep the production going on in positive 
direction. 
It is tentatively suggested that management should take sincere 
care in checking that the tendency of favoritism does not emerges in 
their establishments, in order to maintain healthy relationships and 
level of production. 
It is tentatively suggested that keeping in view the production 
and better administrative aspects, that management should always take 
workers in confidence and seek their opinions or views through their 
representatives pertaining any problem related to production and 
administration. This, to a great extent, is expected, would help the 
management in solving factory problems because they are largely 
connected with labour and management of the establishments. 
Furthermore, the workers would feel elated and honoured if their 
opinions are sought which will strengthen the relationships with the 
management having positive impact on productivity. 
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It is tentatively proposed that management should freely seek 
consultations or opinions of the workers representatives on crucial 
matters pertaining to the administration and production aspects. It is 
expected that this would have concrete positive impact on production 
as well as on the relationships among the workers and the management. 
This approach is globally visible in the present era of change, labour-
management relations. 
It is tentatively suggested that management should not deviate 
from the operative patterns of extending financial and social securities 
to the workers as they have their own impact on the worker's mind, 
which are ultimately manifested in the production and relationships 
with the management 
It is tentatively suggested that industrial units of our society 
should make provisions for some recreational facilities in their setups, 
in order to diversify the interest and activities of the workers. It is 
expected that such exhibition of interest and investment from the side 
of the owners of the factory would generate healthy labour-
management relations and higher productivity. 
It is tentatively suggested that management should adopt 
democratic modes of interaction in their establishments so that the 
workers may take greater positive interest towards the organisations 
where they are working. Such modes of interaction in the 
establishments, it is expected would generate "we feelings", among the 
workers which ultimately would have positive impact on production 
and labour-management relations. 
It is tentatively suggested that keeping in view the modern or 
latest changes in the production system as adopted by the industrial 
units of the west, the factory owners of our society are advised to 
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introduce and adopt latest technological innovations in the system of 
production. This is expected would have great positive impact on 
production and their profits, there by, they would be able to pay 
salaries adequately to their workers. 
It is tentatively suggested that the management should encourage 
changes in the traditional system of their working conditions according 
to the needs of the time. In case, if the factory owners observe that any 
of their workers on account of illiteracy and inexpertness are unable to 
pickup changes properly, then such worker be sent for some training in 
those factories where such changes have already been incorporated. 
The adoption of such approach on the part of the management, is 
expected, would encourage workers in the acceptance of changes as 
well as would yield greater productivity and profits for their 
establishments. 
It is tentatively suggested that management should keep a careful 
watch over such workers who seems to be less committed to their 
assigned jobs and pursue them affectionately not by punishment to 
fulfill their responsibilities towards their assigned jobs. Such workers 
to a great extent can be attracted towards their expected commitment of 
work provided, they are offered suitable incentives. Incentives do have 
positive impact on the workers as a whole as far as their defined roles 
and duties in the industrial units are concerned. 
It is tentatively suggested that educated and enlightened 
members of the society and factories should play a judicious and 
positive role in harmonizing the situations generated by riots and 
strikes. It is further suggested in the event of riots, factory owners with 
the help of local administration, should arrange and send eatable items 
and some money to the workers and their families residing in riot 
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affected areas In situations of strike, the management should adopt 
democratic approach for amicable settlement or compromise with the 
workers by accepting some of their genuine demands. If any matter is 
complex some committees including workers representatives be formed 
to provide solution to the complex problems which need solution. 
It is tentatively proposed that factory owners should maximally 
restrict their financial support to political leaders and parties because 
such assistances have given rise to manifold forms of corruption in 
trade and political atmosphere of our society. The factory owners at 
any cost should not extend such financial support at the cost of the 
workers welfare, because they are the backbone of their factory's 
survival. Furthermore, it is also suggested that the government should 
enforce such laws, which should delimit the range of such donations, 
which should be subject of accountability. 
It is tentatively suggested that union leaders of the factories as 
well as factory owners should sincerely discourage political activists 
and leaders to visit their factories and address them on any issue. The 
adoption of such practice, it is expected, would help in the retention of 
good working environment of their establishments. Management to a 
great extent can achieve such objective provided they hold full 
confidence of their workers by adopting liberal administrative, working 
and social policies of their establishments. 
Keeping in view the plights of casual or temporary working 
hands as well as productivity aspects of our industrial set ups, it is 
tentatively suggested that workers should not be employed as casual or 
temporary hands rather they should be appointed on the basis of some 
working contract The contract should not be less then of five years 
because five years working experience wou\d add to better 
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qualifications of the worker for future progress and change. The 
government should modify the legal provision, which is three years 
because five years working experience would be more useful for the 
worker if the worker wants to change from one factory to another. 
Furthermore, working contract policy should be formulated on certain 
specific criteria such as work performance, punctuality and honesty 
etc. or whatever factory owners deem fit. Such practice if adopted, is 
expected would encourage workers for better performance and thus 
would give rise to production. 
It is tentatively suggested that the Government should send a 
panel of experts to such countries, which are industrially well 
advanced so that they may study and analyse the problems of the 
workers as well as the system of appointments in those countries or 
industries. It is expected that their report would be of immense value 
for the Government and for the Indian working force. Furthermore, the 
Government as a matter of policy should formulate an ordinance to ban 
the appointment of casual or temporary working hands. The 
Government should also direct their labour as well as industries 
departments to keep honest and judicious list of the working hands in 
the industry district wise. In case if any violation is reported by them 
against any factory, legal action should be taken against the owner of 
the factory In case if the Government find it difficult to ban the 
operative system of casual or temporary appointments of the workers, 
then should encourage working experience hands to start their own 
setups by providing technical guidance as well as loan on very nominal 
rate of interest to them. It is expected that if rigid check on casual or 
temporary appointments is made operative or facilities of technical 
guidance and loan are made available to the workers, it would attain 
positive impact on factories as well as on workers. 
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It is tentatively suggested that Government should not introduce 
changes in industrial policies frequently. The changes be incorporated 
keeping in view the worker's conditions, adequate condition of the 
work place, workers welfare as well as labour-management relation 
aspects etc. The units, which are well established but are in need of 
financial or technical help, the Government should assist them 
judiciously according to their requirements. Such steps, it is expected, 
would have positive impact on productivity as well as on labour-
management relations. 
It is tentatively proposed that factory owners may oblige the 
concerned Government officials within certain limits if there is any 
need but it should not be at the cost of workers welfare. In case if it is 
practiced the workers, it is expected, would hold a feeling that the 
owners of the factory are not obliging at their cost. It is expected, that 
such feelings would to a great extent arrest the feelings of resentment 
if any among the workers towards their management which would 
enhance productivity as well as healthier relationships between the 
workers and the management. 
It is tentatively suggested that keeping in view the probable 
emerging conflicting situation in the set ups and adverse impact on 
productivity the management should take extra and every care that 
industrial working ethical norms are never violated. It is expected that 
if professional ethics are rigidly maintained the opportunity of 
conflicting situations among the workers and the management would be 
controlled maximally and productivity will not be affected negatively. 
It is tentatively proposed that some kind of prohibitory methods 
be incorporated in the industrial units to check the workers indulging 
Dwards any kind of intoxication while on job. Industrial units as a 
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working policy or condition should openly declare that if any worker 
after medical examination is found under intoxication would be subject 
to some kind of punishment like no pay for the day, one day deduction 
in leave provision, no over time work for one week and even 
termination of services etc; such policy declaration, it is expected 
would work as strong deterrent in the unit. 
It is tentatively suggested that factory owners in order to retain 
their good working hands should take some extra care, interest and 
adopt judiciously the liberal welfare schemes meant for the workers. 
The factory owners in order to magnify the reputation of their 
establishments are also advised to seek media help for the propagation 
and the implementation of the workers welfare schemes and other 
benefits offered to their workers. Such steps, it is expected, would to 
great extent put a check on the feelings of superiority and inferiority 
complexes towards industrial units among the workers. 
It is tentatively suggested that presently operative practice of 
accommodation and adjustment of workers judicious demands be 
retained at all costs so that displeasure among the workers and the 
management never emerges. Furthermore, it is also proposed that 
management with the help of workers leaders should keep a watch on 
wayward workers also which often give fillip to such demands or 
situations leading to displeasure and discomforts in the set ups. 
It is tentatively suggested that workers of the factories as a 
united force should keep strict and constant watch on their leaders. In 
case if such leaders gain something under the table from the 
management they should be fully exposed and condemned by the entire 
work force of the setups. They should also press the management not to 
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extend patronage to such self-centered workers or leaders so that 
unwanted corruption may not get its entrance in the establishments. 
It tentatively suggested that the management as well as the 
enlightened workers of the establishments should take responsibility 
and play judicious role in diffusing any conflicting situations arising 
among the workers of the organisation. It is further proposed that 
workers with political background or connections should not be 
encouraged in such proceedings. It is expected that such approach 
would succeed in achieving amicable compromise among the workers 
and would have positive impact on productivity as well as in the 
maintenance of healthy relationship among themselves and the 
management. 
It is tentatively suggested that factory owners should pay special 
attention towards workplace and its environment, it should be 
congenial as prescribed by Factories Act. 
It is tentatively proposed that management keeping in view the 
rural based workers, minimizing conflicting situations as well as 
productivity should keep constant watch and assist such working hands 
in the set ups. In doing so, they would neither be loosing good working 
hands nor conflicting situations would emerge and production would 
not be affected adversely. Management should encourage maximum 
socio-cultural interactions among the workers themselves as well as 
with the management. The problem of their proper adjustment to a 
great extent can be solved, if the management on religious occasions 
and on important historical dates arrange some small-socio-cultural 
programmes in their organisation, that would provide an opperunity to 
the rural based workers for closer interaction and opportunity for rural 
urban adjustment among the workers and the management. In case if 
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such adjustment is achieved, problem of adjustment would be 
minimized maximally and production would never suffer adversely. 
Keeping in view the large family size of the labour class, 
financial strains and frustrations among the workers, it is tentatively 
suggested that the workers be enlightened and educated about the 
importance and usefulness of small family size norms. The factory 
owners should seek help from Social Welfare Department in screening 
educative films on family planning to the workers in the campus itself. 
Furthermore, factory owners should also introduce some kind of 
incentives for the workers for the maintenance of small size family by 
adopting methods and techniques of family planning. It is expected that 
if the workers succeed in maintaining small size family norms they 
would remain free from strains and frustrations amounting to better 
adjustment and productivity. 
It is tentatively proposed besides educative processes for the 
control of population as are operative presently, the Government 
should introduce some kind of tax on population. The Government 
keeping in view the amount of the tax to be levied, resources of the 
country as well as pressure on the land should first decide the size of 
ideal family. This to a great extent can be achieved if the Government 
seek help from the geographers, economists, psychologists and 
sociologists of the country. The tax be imposed uniformly through of 
the country the fear of the tax, it is expected, would have a decisive 
impact on the masses. It is expected that if the policy of small family 
size norms are adopted by the workers, it would have positive impact 
to check the problem of over population among the working class as 
well as on productivity and prosperity of the workers. 
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It is tentatively proposed that workers leaders should keep 
constant watch on such establishments where children are being 
employed by the owners and they should raise their voice against such 
factory owners. They should also bring such cases to the notice of the 
concerned authorities as such employment's are prohibited by law. 
Furthermore, concerned officials of labour and industry departments 
should also make surprise and judicious checks on the factories. In 
case, if any factory found violating the law they should proceed for 
legal action against such factory owners. 
I-t is tentatively proposed that keeping in view the higher 
productivity and profit aspects, the employers should offer attractive 
salaries according to the qualifications of the technical hands. In the 
absence of qualified technical hands, the objective of higher 
productivity can never be achieved. It is also suggested that factory 
owners can offer the salary as demanded by the qualified persons on 
contractual basis. The contract may be renewable on the basis of the 
performance of such persons and satisfaction of the management. In 
doing so, it is expected that owners would not lose financially rather 
gain in higher production and profits. 
It is tentatively suggested that government should take extra care 
in allowing other nations to enter in setting up their trade and 
industrial units in India. It is expected that without considering the 
demands and requirements of the presently operative industrial units in 
our society and permitting the foreigners to set up their establishments, 
would amount to the total collapse of our industrial setups. 
Furthermore, Government before permitting outsiders should hold free 
and frank discussions with the owners of the already established 
organisations as well as economist of the country about the positive 
and negative feasibility of such ventures to decide at the cost of Indian 
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industries It is also expected that the cottage industries of our country 
under such liberalism would be uprooted maximally amounting to 
maximum unemployment and great economic crises. 
The researcher in order to elicit responses of the factory owners 
as well as managerial staff pertaining to salary problems, incentives, 
bonus measures to improve productivity, ways to maintain healthy 
relations between them and working forces, worker's participation and 
environmental conditions of work place etc. held verbal discussions 
with them 
The respondents were almost unanimous in their views pertaining 
to the above stated as facts which were presented before them, they 
have submitted that on account of paucity of funds some times they are 
often forced to distribute worker's salaries not as a whole but 
according to the different categories of the workers. The salaries of the 
workers are never stopped and are paid within one month's time. 
Incentives and bonuses are also distributed in the same way but on 
festivals they do provide something as gift to the workers. 
In order to achieve or maintain higher productivity level and to 
re-enforce healthier relationship with workers, they often,not regularly 
invite senior experienced working hands to discuss the factory working 
and problems with them, in such meetings their leaders are also invited 
to participate. 
Factory owners undoubtedly, as expressed by them are keenly 
interested to introduce latest tools and techniques in their production 
system from time to time but on account of financial constraints they 
are unable to incorporate them at the earliest hands, they take long 
time in the accomplishment of such targets. They are not satisfied with 
the loan provisions or facilities provided by the government because of 
the procedure involved their in as well as monetary corruption 
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operative in the system hence they avoid loan seeking as far as 
possible. 
Factory owners as well as management of the units are fairly 
aware and conscious to maintain healthy socio-psychological 
environments of their establishments. They also claim that pollution 
and congestion aspects of the working places. 
The researcher during the visit to the factories and interaction 
with the workers observed that factory owners as well as management 
of these units are not judiciously and sincerely committed their 
propagations and expected commitments as per factory laws pertaining 
to their setups, particularly as far as small scale units of Aligarh Lock 
Industries are concerned. 
Aligarh lock industry undoubtedly can play a leading role to 
improve state of economy if remedial measures from time to time are 
provided by the Government with provisions like easy credit facilities, 
worker's training, adequate supply of water and power and re-
organisation of marketing on modern patterns etc. 
These industries are likely to contribute to great economic 
growth and can earn foreign exchange maximally as Aligarh Locks 
have already established their place in International market. 
Furthermore, it is also suggested that concrete and co-ordinated efforts 
be made by the state as well as by the concerned agencies for the 
promotion of export of Locks so that Aligarh Lock Industry may come 
up as one of the top foreign revenue earners of the country. 
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CHAPTER I 
Introduction 
The present investigation is a modest attempt to explore the 
'Socio-Psychological Constraints their Impact on Productivity and 
Labour-Management Relations. The researcher, on account of 
certain delimitations has drawn sample for the study only from the 
skilled and semi-skilled workers, serving in the selected lock 
industries of Aligarh. The researcher besides collecting data from 
the skilled and semi-skilled workers has also collected some 
relevant informations verbat^from the factory owners as well as 
from the managerial staff serving in these industries. 
The term 'Socio-Psychological Constraints in the present 
study are confined alone to perceptions and aspirations of the 
respondents. It is an accepted fact that human being in society acts 
or reacts positively or negatively on the basis of their own 
perceptions and aspirations. These are, thus, very powerful 
determinants of human conducts in all sphere of human life. 
The present chapter has been presented into parts: 
The first part deals with the definition and concept of 
productivity, its growth and development. 
In part second the labour-management relations in general 
and relations in small-scale industries have been summarised. It 
also focuses attention on the congenial working and environmental 
conditions, which play a dominant role as far as productivity 
aspects are concerned. 
Part three discusses the problems of the workers, which 
often affect them physically as well as psychologically leading to 
decline in productivity. 
Part fourth refers to various Labour Acts concerned with the 
employees and employers and the factory as a whole. 
In the last part history and description of Algiarh Lock 
Industries has been presented. 
I 
The Concept of Productivity: 
The term "productivity" has been defined in a variety of 
ways by different sections of the community including those 
occupying senior positions in government, firms and the industries 
as well as by social scientists, though its meaning, expression and 
usages are by no means uniform. According to Easterfield, 
(1959), "productivity, in which, a ratio of output (of industry, 
plant, machine etc.), to a measure of one or more of the inputs 
(labour, raw material, machine, time etc.) use to produce the 
output". In economics, production is generally understood as the 
transformation of inputs into outputs. The inputs are what a firm 
buys (i.e. productive resources) and outputs (i.e. goods and 
services produced) what it sells. Clangue Evan, (1969), holds that, 
"productivity is an overall efficiency with which our industries 
perform their work". While Russel W. Fensake (1968), explains 
the term "productivity" in terms of five characteristics or parts, 
which are: 
i. Productivity is a form of efficiency. 
ii. Productivity is the utilization of resources or effectiveness 
of utilization of resources. 
iii. Productivity is a ratio of output and input (rather than a 
phenomenon). 
iv. Productivity is a measure of some kind of measurement 
(rather than variable requiring). 
v. It is a rate of return (primarily in monetary terms)." 
Hence, productivity is defined in real qualities as the 
relationship of the output of goods and servibes to the input of 
workers and capital to the total process. According to the 
Encyclopaedia of Social Science (1985), "productivity is a 
relationship between input used in a productive process and output 
they generate" Risk, D.J.M. (1970) defines "productivity as a 
physical ratio, it relates to the quality of goods produced or 
services given in comparison to the quantity of resources 
consumed". Productivity refers to a comparison between the 
quantity of goods or services produced and the quantity of 
resources employed in turning out these goods or services. When 
the same resources that were employed in the past now produced 
more than they did before, indicates that productivity has 
increased or in other words, productivity is optimising the yield 
from resources. It essentially means that worker and capital has 
been used for maximum output. Productivity in the broadest term 
is the lever of development. Higher productivity indicates the 
higher status and higher standard of living of the people. Dr. Khan 
A.Q. (1988) has presented the definition of productivity in the 
following manner: 
i. Productivity is defined as the ratio between output and input. 
ii. Productivity is also taken to mean efficiency in all activities. 
iii. Productivity also involves elimination of wastage in all its 
forms. 
iv. Productivity is the function of providing more and more of 
everything for more and more people with less consumption 
by way of resources." 
The productivity has been defined earlier as relation between 
the input and output. There are two main concepts of productivity 
that are commonly used. 
In the first of these concepts, output is compared with simple 
sum of all the hours of workers spent in production. We thus take 
into account not only number of persons engaged in, but also the 
hours put in by each of them. (Fabricant, Solomon 1973). This 
concept is usually expressed as 'output per man hour' or as 'labour 
productivity'. The rate of productivity per man hour is very 
important. 
In the second instance, main concept of productivity output 
is compared with total input i.e. with all the resources employed in 
production, each appropriately weighted. The term is used "output 
per unit of labour and capital" or more briefly, "total 
productivity". Total resources include not only manpower, 
measured simply by number of man hours, but also the intangible 
capital invested in education to improve the quality of labour and 
the tangible capital invested in plant, equipment, tools and rolling 
stock, land and mines and inventories of all sorts and still other 
forms of intangible and tangible capital without which an hour of 
labour would yield far less than it does". (Fabricant Solomon, 
1973). 
Hence, productivity may be judged from the view point of 
annual profits, labour turnover, absenteeism, accidents, economy 
in the use of raw material etc. Productivity is the result of various 
factors, such as, capital investment, labour efficiency, stage of 
mechanization, size of the business unit, organisational structure 
and marginal efficiency. Between last two world wars, besides the 
influence of economics and physiology, much and more emphasis 
has also been laid on the psychology, sociology and anthropology 
of industrial world. Productivity of an enterprise is never static 
and cannot be associated with any single factor of production. It is 
a joint product and is dealt as such, the monotony of work, 
physical condition affecting output and accidents caused due to 
long working hours are the subject of interest concerning 
productivity of labour force. If there are more accidents in an 
enterprise, work should be stopped for some time, as it would 
affect the production consequently reducing the productivity of the 
enterprise. Similarly, the efficiency of the employees their 
willingness to accept the assignment and cooperation with the 
management, are essential elements to enhance productivity. The 
employee's satisfaction to a considerable extent is subject to wage 
amount and other benefits. An increase in work load affects the 
willingness to work negatively, which can be counteracted by an 
increase in wage bill, various incentive methods to be used to 
increase productivity" (Hafizuddin, 1968). 
Productivity in India assumes greater importance because we 
are striving to attain economic self-sufficiency in all spheres. In 
order to provide better standard of living for the working class in 
particular and to ensure a better and richer life for the people at 
large, we have to achieve a faster rate of economic growth. 
Nothing can be achieved if industrial, as well as governmental 
policies are not conducive to deal with labour; trade and 
commerce. There must be a policy for labour welfare, industrial 
betterment to improve their efficiency. Today, productivity among 
the third world countries is one of the serious problems. 
in order to achieve socio-economic upliftment and to remove 
imbalances, our country has adopted planning for industrial 
development. Greater attention is now being given to increase 
production by making the best use of available resources. 
Productivity refers to a class of empirical output-input ratios that 
is widely used in economic history, economic analysis and 
economic policy. In other sense, productivity measures the 
fruitfulness of human labour under varying circumstances. 
Productivity also measures the efficiency with which resources as 
a whole, including capital as well as manpower, are employed in 
production. In broader spectrum of the concept, productivity 
measures are major factors in the determination of labour or 
capital requirement. All working people are interested in higher or 
better productivity, whether one is a farmer, a blacksmith or a 
carpenter, or whether he works in small or a large factory, whether 
he is a technician, a manager, a trade union leader or government 
official. It hence is a matter of vital interest for everybody as to 
how productivity leads to prosperity. Productivity rise leads to the 
creation of higher surplus in the output. Higher productivity is the 
most import condition for higher wages and better living. An 
industry, which has a high rate of productivity, gets more profit 
and this enables workers to secure higher wages. Hence, higher 
productivity is practically a synonym for progress. Industry 
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neither can rise productivity nor can enjoy peace and prosperity so 
long as the elementary needs of the coworkers as a human being 
remain unsatisfied. The foundation of industrial peace, progress 
and productivity, besides other thing, chiefly rests on adequate 
socio-economic environment of work place, congenial relations 
between management and workers, healthy relations between 
coworkers, job security, availability of essential goods, etc. 
II 
Labour-Management Relations: 
The ancient Hindu Society was divided into four Vernas, 
Brahmana, Kshatriya, Vaishya and Shudra. Manual and unskilled 
occupations were considered to be low and thus left for Shudras. 
'The dignity of Shudra labour which was predominantly unskilled 
was neither given due social recognition nor any importance in the 
social structure of the society . He could be abused, kicked and 
killed and the penance for it was the lowest. It had been laid down 
in Gautama Smriti" as quoted by (Vora K.M., Saran, 1957), the 
relations between landowners (employers) and the tillers of the 
soil (agricultural workers) appear to have been harmonious enough 
in ancient India. But at the same time punishment was awarded to 
them on their refusing to work or for their mistakes. The wages 
and conditions of work of the herdsmen were more or less similar 
to that of agricultural labour. "The concept of welfare state and 
social security measures, which appears to be of very recent 
origin, were well known to the people of India as far back as the 
3rd century B.C. It would not be a mistake to assert the provision 
for pensions, disablement benefits, sickness and maternity 
benefits, provident funds, maintenance allowances etc. were made 
in those good old days". (Vora K.M. Saran, 1957). 
The relationship between master and servant changed during 
the Medieval period when the artisans were treated as slaves, 
worked on very low wages under suppressive conditions. Slaves 
did much for the productive work in those societies and 
exploitation of the peasantry was the main feature of the social 
and economic system prevailing everywhere. In some societies 
such as in Western Europe it took the form of Serfdom, and in 
India the Zamindars. The new social and economic system that 
aroused in Europe in the Medieval times was known as the feudal 
system. It was essentially a rural system, in which the peasants 
had to give a part of their produce to their lords in the form of rent 
and taxes or had to work for the Lord without any payment. After 
an initial period of decline, there was a revival of crafts, trade and 
commerce in Medieval India. But the living conditions of the 
artisans and craftsmen however, were miserable "In feudal 
societies, the indicator of a man's wealth was land but with the 
growth of trade and manufacturing, that also changed and marked 
the beginning of transition from feudal economy to capitalist 
economy in which wealth used to make a profit. That was 
achieved by investing money in business, trade and industry. The 
10 
profits made were reinvested to make further profits". (Dev Arjun, 
1995). The new economic system of society which had been 
emerging in Europe from the fifteenth century is called capitalism. 
Eighteenth century started by giving way to a new system called 
the "factory system". In place of simple tools and the use of 
animals and manual power, machines and steam power system 
came into existence increasingly. Facilities for production were 
owned and managed by capitalist, the people with money invested 
further for production in order to earn more profits. The capitalists 
provided, to the workers everything required for production and 
the workers were brought together under one roof. Everything 
belongs to the owner of the factory, including the finished product 
and workers worked for their wages. During the nineteenth century 
industrial revolution produced a vast number of landless and 
toeless workers, who were wholly dependent on the employer. 
They had to accept whatever wage the employer offered, for there 
were usually more workers than jobs. Often they had to work from 
fifteen to eighteen hours a day with no rest periods. If perchance 
they fell asleep on duty, they might be beaten by the employers. 
Working surroundings were dirty and unsafe. "The houses 
provided for workers were no better as whole area of industrial 
cites where workers lived were overcrowded slums. Accidents, 
diseases and epidemics were fairly common. The workers had 
little choice but to accept the employer's terms or be 
jobless",(Dev Arjun, 1995). 
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Efforts to Improve Working Conditions in Industries 
"England passed its first Factory Act in 1802, limiting the 
hours of work for children up to twelve hours a day. The 'Chartist 
Movement' was launched to get the right to vote for the workers. 
The English workers also won the right not only to organise trade 
union but also the right to strike to force employers to concede 
their judicious demands. After the first appearance of Communist 
Manifesto (Feb. 1848), Marx and Frederick gave a new direction 
to socialist ideology and movement. The Socialist Movement 
produced international solidarity among the workers as a 
fundamental principle. After the abolition of the British rule from 
India in 1947., the Factory Act was passed in 1948. 'The Factories 
Act of 1948 required the appointment of the Labour Welfare 
Officer in every firm employing 500 or more employees' 
(Mathrubuttam and Srinivasan, 1952) They were expected to see 
that the provisions of the Act relating to labour welfare and 
working conditions were observed by the management. Thus, the 
harmonious relations between the worker and the management 
were established, hence the grievances of the workers were settled 
amicably and promptly. Management, now believes that it is better 
'to sit around the table and discuss the plants problems with 
worker union rather than to refuse to recognize them. This has now 
become the legal condition or requirement for the establishments 
like workers committees as per the Bombay Industrial Relation 
Act 1946, and the Industrial Dispute Act 1947, the committees are 
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consultative bodies. They are to promote the measures for securing 
and maintaining unity and good relations between the employers 
and the workman's to find out amicable solutions pertaining to 
their common problems and interests among the workers and their 
management, which is very important for increasing productivity. 
In few cases workers committees also deal with actual production 
problems and frequent use of it in negotiating the outstanding 
differences between the management and the workers in the 
absence of established union-management relations. (Mayars A. 
Charls, 1958). Some other contributing factors to increase 
productivity and overall efficiency are numerous such as by 
checking wastage, avoiding fatigue and monotony and the 
cooperation or adjustment between the workers and the 
management. The cordial labour-management relationship is one 
of the vital factor, which enhance productivity in any industrial 
organization. 
The succeeding paragraph deals with the significance of 
labour-management relationships in organization for achieving 
better productivity. Mr. V.V. Giri, (1962), the former president of 
India has presented some of the significant factors for the success 
of cordial labour management relationship in the industrial 
organization: 
a. Both sides must desire to cooperate. 
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b. Good faith must be constantly demonstrated and there should 
no mental reservation on either side. 
c. Management should share with workers the gain from higher 
productivity. 
d. Management must consult the workers in all matters with a 
view to securing the agreement of workers in its personal 
policies. 
e. Management should give the workers necessary information 
for their intelligent participation in the affairs of their 
undertaking. 
f. Management should afford facilities and opportunities to 
workers for their training and advancement". 
The labour-management relations can be understood by the 
explanation of industrial relations. "Industrial relation is that 
relationship which grows out of employment between management 
and employees and their organizations". (Yoder Dole, 1929). 
Industrial relations fall under two headings, eq. Personal relations 
and Labour relations. The term 'personal' refers to individual 
worker while 'labour' refers to collectivity of workers. Labour-
management relation is the sum total of relationship that exists at 
every level in the organizational structure. 
The industrial peace and harmony is necessary for all round 
progress of an industrial enterprise. Harmonious labour relation 
leads to higher productivity, peaceful running of an enterprise and 
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also overall progress of the organization. The poor relations 
generate industrial disharmony, and friction, which ultimately 
results in industrial situations like, lay off, lock outs, strikes, 
gheraos, bandh and even closer of the units. It is therefore, moral 
and social responsibility of the industrial partners to maintain 
harmonious labour relations and settle their differences by mutual 
negotiations, conciliation or by any other means. Most of the 
conflicts can be resolved if the employer and worker arrive at 
some basis for mutual understanding. 
Productivity and Labour-Management Relations in Small Scale 
Industries: 
Indian industries, particularly the small-scale industries do 
not seem to be in the healthy conditions as far as employers and 
employees relations are concerned as both parties have certain 
complaints against each other. Employers complaints are related to 
productivity, growing indiscipline, uncheck absenteeism, constant 
industrial litigations and the existence of surplus labour. On the 
other hand workers always complain about the inadequacy of 
wages, lack of incentives, excessive appropriation of the profits of 
industry by management, poor maintenance of machinery, poor 
quality of raw material and inconsiderate treatment of the workers. 
Productivity can not grow until these problems are tackled. The 
attitude of the management towards labour must be cordial, 
sympathetic, and positive, humanistic and democratic in order to 
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eliminate frustration, animosity and growth of proper relations. 
Such attitude of the employers will give rise to the feelings of job 
security to the workers and would also provide an opportunity for 
labour participation. This ultimately will enable the workers to 
take part in the management, which is expected to create a 
congenial atmosphere free from animosity for consultation 
discussion and negotiation. It ultimately would lead to harmonious 
labour-management relations. Productivity can be secured through 
efficient organization and it can only be secured when workers as 
well as employers cooperate with each other. 
For the improvement of worker's efficiency, management 
must provide greater opportunities to the workers for expressing 
their views on the task facing the enterprise. Workers would be 
unable to make effective suggestions if they are not informed 
about the factors affecting the running of the undertaking. Regular 
supply of relevant information to the workers thus becomes a vital 
element of joint consultations. Joint consultation provides workers 
an opportunity to influence management's decision in positive 
direction which itself amounts to indirect participation in decision 
making process. Sharing information or giving the necessary 
details to the workers is one of the important aspects of joint 
consultation. Industrial consultation should be supported by 
supply of information about the firm and suggestion schemes. 
Well-informed employees develop interest in their undertaking and 
such interest leads to efficiency and increase in productivity. In 
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fact, collective bargaining is the most successful democratic 
process in establishing labour partnership in the industry. This is 
one of the means of protecting and strengthening the worker's 
collective interest like worker's wages determination, working 
conditions of factory etc. In practice, collective bargaining and 
joint consultation have often been merged and handled by the same 
body. In the new order of things, collective bargaining should 
include not merely wages and working conditions etc. but also 
intelligent cooperation between the bargaining parties. Merely 
stating that the workers must be given a sense of belongingness of 
participation can not secure such cooperation among the 
bargaining parties. "Employee-Management relations should be 
improved by providing employee an opportunity for greater 
participation in the formulation of policies and procedures 
affecting the conditions of their employment", (Robert Harold s., 
1970)'^ 
The management, employer, trade unions and the states can 
take keen interest in maintaining good labour relations by playing 
their assumed respective roles and it can go a long way in 
promoting industrial peace and labour-management relations. 
Ill 
Labour Problems 
"Labour is a supreme agent of productivity", (Karl Marx, 
1929). Workers at all times have been recognized as a separate 
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factor or agent of production. Worker is different from other 
factors of production and has certain characteristics, which had 
given rise to various labour problems in all centuries. Workers are 
facing various kinds of problems like, economic, social, 
psychological, moral and most of the other problems. In other 
words, these problems or constraints, which labour faces, may 
have certain aspects i.e. economic, political, psychological, social, 
legal, historical and administrative etc. 
The exploitation of labour and their multifarious problems 
are still prevalent in our society. In spite of drastic changes in the 
structure of our society for the past some years, the nature of their 
problems has not changed. There are some factors that affect the 
physical as well as mental beings of the workers. These include 
such conditions as health, inadequate salary, inadequate 
implementation of bonus and incentive provisions, cleanliness of 
workplace or rest rooms, facilities for canteen, ventilation, light, 
noise pollution so on and so forth. In general such situations are 
not likely to be conducive to produce more or to healthier labour-
management relations. Labour as indispensable factor of 
production lends significant contribution to the growth and 
development of industries. Hence, the problems pertaining to 
labour can not be overlooked. Under any kind of problem either 
physical or mental no one can concentrate towards once assigned 
work. Poor industrial relations, ill health or any kind of tension 
affect the whole work and result in lower production. Goyal 
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Pratibha (1995), quotes Tiwari's interpretation regarding the major 
determinants of productivity which relate to quality and quantity 
of workers. "Quality of work depends primarily upon labour's 
health, nutrition, literacy and social values and customs. Because 
of their poor diet and unsanitary conditions, inadequate disease 
prevention methods and lack of medicines and medical care have 
an adverse bearing on their efficiency" (Goyal Pratibha 1995). 
Health has to be understood in its broadest sense covering 
the physical, cultural and social aspect of the workers and total 
socio-psychological personality. Industry should not only 
concentrate on technological aspect but due emphasis should also 
be given towards the integration of all the aspects which are 
necessary for the prosperity of the industry. Such integration 
depends on taking care of man's diverse interests and needs. To 
make this kind of integration labour's diverse interest and needs 
should also be taken into account. The mental tension as well as 
physical exertion can spoil the health of labours and give a wrong 
turn to their energy. The conditions under which a person works 
exerts a deep influence upon his health, efficiency, psychology 
and quality of work. "Good working conditions affect state of 
industrial atmosphere. With good working conditions labours 
remain happy, this happiness leads to increase in the 
productivity", (Singh, R.K. 1976). Mental illness more than 
physical are the cause of industrial ill health and lesser 
production. "Mental trouble can lead to physical trouble (and very 
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often to accidents) and hence are regarded as the chief factors of 
unsatisfactory relation between employer and employee", (Dastur, 
H.P., 1960). 
As a matter of fact, the poor health of the workers affect the 
productivity and less production of any factory can also be a cause 
of mental stress of the employees as well as the employers. 
Employers and employee both are the important factors of 
production. The workers and the management of the factories are 
not two separate entities but complementary to each other. 
Optimum production in factory can not be obtained from the 
workers if the management has strained relation with them. 
Modern management in world today cannot hope to achieve good 
production from the hands of their workers, if they are treated as 
mere workman and not as participants in the management. 
"Nothing creates more self respect among the employees than 
being in the process of decision making", (Judith M. Berdwick, 
1987, 1987). Peter R. Richardson, (1985), explains that 
"participation means mental and emotional involvement rather 
than mere muscular activity. Involvement of labour is needed to 
improve the efficiency of their work". Masood Ali Mirza's 
(1984) , study reveal that "workers participation produce a 
smooth functioning among the co-workers, loyalty and 
responsibility towards the organization and reduces dissatisfaction 
against company and management and thus motivate the workers 
for higher production" Production can be increased many times if 
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the management look after their workers properly and 
sympathetically in the factory. The supervisor or union leader can 
communicate and motivate each and every employee according to 
the particular need of the workers. Open communication between 
management and workers should be encouraged especially with 
regard to quality, effectiveness and procedures. But strangely, 
fairly a sufficient number of organizations do not spend time and 
energy required in the communication process. Supervisors 
undoubtedly can motivate the workers to do high quality of work, 
to overcome challenges, so thus workers can cope up with all the 
situations and feel themselves equal on the social scale. 
Communication is a key to ensure involvement of employees. The 
culmination of higher productivity is the result of uniformly good 
and better performance by all. If in any organization, employees 
feel that their managements are not taken care of, they can never 
be motivated to perform better. Every industry wants to maximize 
its profit with the help of improved state of productivity. It can 
only be achieved when workers would be in a position to convert 
their capacity of work into willingness to work and this can only 
be achieved through the dynamics of tool of motivation. 
"Responsibility, achievement of work itself, ability utilization, 
promotion, independence, recognition, administration, technical 
supervision, job security, personal life, salary and job status etc. 
are the substantial job features that are attached to both feeling of 
satisfaction and dissatisfaction", (Kote N.V. and Supe S.V., 1973). 
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Management should always try for the betterment and development 
of their employees through various welfare programmes like, 
human resource development, providing new productive 
technologies and by improving their working conditions and socio-
cultural environments. 
The human resource development has a significant role to 
play in the establishment and maintenance of a healthy productive 
work culture. In organizational context, human resource 
development is the means for improving effectiveness in terms of 
better productivity, reduction of cost, better generation of internal 
resources, better profits and better customer service. Similarly, 
technology plays an important role to improve the efficiency of 
workers. Turner Jannet J. (1990), relates worker's efficiency with 
technology, "technological innovations will not be adopted and 
thus will not improve productivity unless a balance is achieved 
between technological development and human resource 
management needs". Technological innovations constitute an 
important source for higher productivity. Increased volumes of 
goods and services, quality improvement, new marketing etc. can 
be achieved through increased automation and information 
technology. Veale David John (1982), states that organization 
status has a positive relation with attitude towards upward 
communication autonomy, work satisfaction, pay and treatment 
etc. Abiona 0 .0 . , (1984), findings reveal that "the poor work 
performances are due to the breakdown of machines, inadequate 
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training, poor and irregular wages and environmental factors. 
While Tiwari, R.S. (1985) hold contrary opinion that skill time and 
energy of workers are not fully utilized due to technological and 
operational problems. This statement to some extent is acceptable 
that technology destroys the human skill but on the other hand it 
improve the efficiency of the workers". Besides it, to improve the 
efficiency and utilize the skill, workers need a healthy and clean 
working environment. Lavin Alksander and Efoimovich, (1985), 
state that "efficiency and productivity are positively related to 
satisfaction with work environment and interpersonal relations". 
Any kind of disturbing environment, which creates mental 
disbalance is bound to further create tension, frustration, lesser 
interest in their asigned job. According to Bhatia P.; Muhar I.S. 
and Malhotra S. (1993), "noise is an impairing agent which has 
direct psychological affects especially on one's audible intensity 
and this adversely affects the output". Similarly, Birgitta Berglund 
and others (1983), in their study have reported that inadequate 
indoor physical environment produce headache and eye irritation's 
etc. and ultimately it affects individual's adjustment and working 
performance". Working conditions within the plant of many places 
are not conducive to the welfare and efficiency of the workers. 
Bad working conditions are reflected on their health and 
consequently causes absenteeism.. Herbiniak Lawrence (1973) his 
findings present that , "there is a positive relationship between 
need satisfaction and absenteeism". Moch Michael K. and 
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Frtzgibbons, (1985) also supported the view that employee 
absenteeism leads to decreased production efficiency". Noweir 
Madbuli H.(1984), study pertains to noise exposure as related to 
productivity. His study reveals that the department with high noise 
level (above 90 decibel) leads more absenteeism and lesser 
productivity than those in the department with low noise 
exposure". 
Very often work load or work pressure makes work boredom 
and monotonous. This is one of the prime problems, which can be 
observed in most of the Indian small-scale industries. Generally it 
is believed that the way for higher production is to increase the 
number of working hours. Long monotonous working hours may 
not increase working efficiency. According to Milton L. Blums 
(1956), "the efficiency level of workers start to decline with the 
peak point of working hour and it is occurring on Monday and 
Tuesday from the beginning of the week". Long working hours 
create not only monotony and fatigue but boredom too. Therefore 
the effect of boredom, fatigue and monotony are of crucial 
importance to industry, all affects productivity negatively. Fatigue 
and diminished efficiency may be due to the result of heavy 
workload, abnormal hours, and unbroken repetitive work (whether, 
physical, mental or physiological) situation in the factory, 
especially connected with the methods adopted for supervision and 
discipline. Overtime should be avoided whenever possible, the 
introduction of shifts, and spreading out of overtime among the 
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workers would lead to fatigue and boredom ultimately resulting 
lesser productivity. Thus, work decrement is closely related or 
associated with fatigue and boredom. 
At last but not the least, the problem of wages has a direct 
bearing on productivity as well as on labour-management 
relations. It has been observed that most of the workers look 
dissatisfied with their salary. In the absence of plentiful salary, 
sometimes workers are unable to fulfil their basic needs. The 
housing problems, education of their children, non-fulfillment of a 
large number of essential requirements of their family 
responsibilities etc.. Under such stress conditions, unhappy worker 
can only formalize his job without any devotion and positive 
productive result. Wages to a great extent provide some 
satisfaction to the workers. Industrial wages and the wages 
determination process are central aspects of industrial relation in 
any organization. Now workers legitimately want to fulfil their 
day to day need and improve their standard of living and status in 
the society. Thus they feel that they must get proper return of their 
labour wages and extra earning i.e. bonus, overtime facilities 
incentives etc. 
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IV 
Labour Laws, Welfare programmes and Schemes 
Labour laws and welfare programmes includes schemes and 
measures adopted by the States to furnish safety, relief and 
protection against sickness, maternity, disablement and other 
medical facilities and employment securities, risks and various 
safeguards pertaining to health, safety, welfare and working hours 
in industrial establishment. 
Lots of labour laws have been enacted by the central and 
state governments with the modifications from time to time. Some 
of the important facts are as under: 
(i) Factory Act 1948: 
The main provision of the Act deals with the regulation of 
working condition in factories. This act ensures adequate safety 
measures and to safeguard health and welfare of the workers, 
employed under Factories Act 1948. This Act also refers to 
specific preconditions regarding cleanliness, lighting, ventilation 
etc. It also provide for the disposal of waste and effluents the 
elimination of dust and fumes, the provision of drinking water 
facilities, latrines, urinals and spittoons and also for the control of 
temperature at the place of work. 
Section II of the Factories Act 1948, provides general 
cleanliness of the factory. This section made it obligatory that 
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dust, fume and refuse should be removed daily by the factory 
owners by employing persons to do the job, floor, staircases and 
passages should be clean regularly by sweeping and other effective 
means, washing at least once in a month. 
The environment of the factory wherein the workers engaged 
in any manufacturing process must be cleaned, decorated and 
charming with proper arrangement of lighting, ventilation and 
temperature free from infection, insanitation, dust and artificial 
humidification, overcrowding and other conditions which are 
injurious to health of the workers. "Effective arrangements are to 
be made in every factory for the disposal of waste and effluents 
due to the manufacturing process carried on therein. The state 
governments may make rules prescribing the arrangements to be 
made", (Asian Labour Laws, 1951). The factory premises should 
adequately be covered, circulation of fresh air and comfortable 
temperatures be maintained in every workroom. "The factories act, 
under section 14, requires effective measures to be adopted to 
prevent inhalation and accumulation of any dust or fumes or other 
impurity of such a nature, in any work room given off by reason of 
the manufacturing process carried on in factory as it is likely to be 
injurious to the workers employed therein", (Goswami V.G., 
1986). Overcrowding in any workroom is injurious to the health of 
the worker engaged therein. The workplace should not be 
overcrowded by workers and minimum space of 14.2 cubic mtrs. 
per worker in an existent should be provided. No room in any 
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factory shall be over crowded to an extent injurious to the health 
of the workers employed therein. 
Measures with Regard to Welfare (Under Factory Act, 1948) 
Every factory shall provide adequate and suitable facilities 
for comfortable sitting arrangements, which are always necessary 
in the factories for the workers, so that they may sit and take rest 
and regain energy for further work. "The section 42 to 48 deal 
with washing facilities, facilities for storing and dying clothing, 
facilities for sitting, first aid appliances, canteens, shelter, rest 
rooms and lunch rooms and creches", (Goswami V.G. 1986). First 
aid box or cupboards equipped with the prescribed contents (at 
least one box for every 150 workers), shall be provided and 
maintained under the charge of a person certified for the same and 
readily accessible. 
No adult worker shall be required or allowed to work in a 
factory for more than forty-eight hours in a week. Every workers 
is to be allowed at least half an hour rest, intervals after a 
maximum working of 5 hours at a stretch. Every worker is to be 
allowed one holiday in a week on any day. 
Minimum Wages Act 1948 
An act to provide for fixing minimum rates of wages in 
certain employments. Assented to 15 March 1948 (as modified up 
to 23 Feb. 1951). The act is called Minimum Wages Act 1948. The 
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Minimum Wages Act requires the appropriate steps to be adopted 
by the government: 
(a) To fix the minimum rates of wages payable to employees 
employed in an employment specified in any part of the 
schedule and 
(b) To review the minimum wages rate, (the intervals, as it may 
think fit), such intervals for reviewing the wages rate should 
not be exceeding five years, the minimum rates of wages to 
fixed and revised the minimum rates if necessary. 
The Act provide that the appropriate government might fix: 
(a) A maximum rate of wages for time work 
(b) A minimum rate of wages for piece work 
(c) A minimum rate of remuneration for time work 
(d) A minimum rate to apply in substitution for the minimum 
rate which would otherwise be applicable in respect of 
overtime work done by employees. 
The minimum wages payable under this Act shall be paid in 
cash. The Minimum Wages Act also fixes hours of work for 
normal working days and provides for a day of rest in any period 
of seven days. It also provides for payment for overtime work. If 
an employee works on any day in case of normal working hours 
(normal working day has been fixed by the rules as that 
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constituting nine working hours), the employer shall pay the 
overtime wages to the worker for every hour or part of an hour so 
worked in excess at the overtime rate fixed under this act or under 
any law of appropriate government for the time being in force, 
which is higher. As per factory act, overtime wages are to be paid 
twice at the normal rates of wages. In addition to these important 
provisions this Act contains provisions regarding maintenance of 
registers and records, appointment of inspectors, commissioners 
and penalties for offence under this act. The Act makes it 
imperative that minimum wages shall be paid to the workers in the 
schedule employments at the prescribed rates, which after every 
five years will be revised by the appropriate government. Any 
employer who pays to any employee less than the minimum rates 
of wages fixed for that employees class, the employer shall be 
punishable with imprisonment for six month or less and to pay fine 
up to Rs. 800. 
Hence if an employee is employed on piecework basis, the 
employer shall pay to him, wages not less than the minimum 
wages. 
Aligarh Lock Industries-Perspective Analysis 
Aligarh is world wide famous for its lock and is also known 
as, 'the city of locks' or 'Tala ISagari'. "The lock industry of 
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Aligarh is especially devoted to the production of locks in brass 
and iron. There are numerous lock works in the city, as many as 27 
being in existence in 1907, and others are founded at Iglas, 
Hathras and elsewhere in the district. The output of Aligarh is 
estimated at about 500,000 locks per annum, valued at Rs. 
2,76,000," (Gazatter of Aligarh 1926). "Aligarh lock industry 
provides employment to about 90,000 persons including 4,000 
supervisors", (Maqsood Sahar 1997-98).^"* Locks are manufactured 
in almost every corner of the city. People are engaged in lock 
manufacturing process in various ways such as casting, cutting of 
metal sheets, plating, finishing, key making and so on. 
Earlier these locks were made up of wood, with the 
development of new techniques people started making locks out of 
metal sheets. The lock industry itself is said to have begun in 
1880s, "the oldest factory dating back to 1887," (Mann, E.A. 
1992)."" In 1934 dyeing locks were manufactured for the first time 
with the help of power press which made it easier to cut the metal 
plates used for manufacturing locks. Later on, a training school 
was established to train workers in lock making. The liberal policy 
of the British Government to import locks led to the retrenchment 
of surplus workers in the workshop at Aligarh. Those retrenched 
workers took to lock making at cottage units for the local market. 
"In the beginning around 2000 people were earning their 
livelihood through this trade while presently more than 90 
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thousand people are working in this industry," (Maqsood Sahar 
1997-98). 
Superb workmanship, good quality and attractive designs of 
locks made Aligarh popular in the market. The lock industry later 
on became economically viable and competitive even in foreign 
markets. Around 60 cr.rores worth of locks are manufactured every 
year. Out of this, locks worth more than Rs. 50 lakhs are exported 
per anum to different countries of the world. There are around 
4,000 small and big units in this industry out of these around 800 
units are registered with District Industries Office." The growth of 
the industry has been retarded (slow), due to several factors 
particularly inefficient organization, management, inefficiency of 
labour, lack of education and training facilities, inadequate 
financial resources so on and so forth. A large number of persons 
engaged in lock industries are illiterate and untrained. The 
workers of lock industries have developed this art of lock making 
through their familial training, practices and experience. They still 
follow the old method and tradition of lock production and use 
outdated machinery. The disintegrated system of production and 
distribution is still its inherent weakness, which cost the industry 
in terms of lack of modernization and expansion. The labours of 
these lock industries are not getting sufficient facilities from their 
employers. Lock industry of Aligarh lost its popularity of its 
products because of the emergence of new lock units in Punjab, 
Hryana, Delhi, Gujrat, Maharashtra and other regions. There are 
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few labour organizations such as Dhatu Udyog Mazdoor Sangh, 
Aligarh Metal Industries Workers Unions, Chakoo Tala Mazdoor 
Sangh, Bahartiya Laghu Udyog Sangh etc. but all of them are 
ineffective and unorganized. The main cause of disunity and 
conservation is illiteracy and absence of proper facilities and 
guidance. 
Existing resources of finance are also unsatisfactory, 
the main source of finance is the indigenous banker. Commercial 
bankers do not give advance loans due to absence of security, 
hence they have to depend on the private money lenders who 
charge high rate of interests. Marketing management is also not 
very good, as large number of middle men are involved in 
marketing of locks, this has increased the price of locks 
substantially. Besides this, other reasons are poor distribution, 
training of sales man, promotional activities, poor transportation 
etc. Most of the firms are highly affected by the tax burden 
imposed by the government. Only a few units are registered with 
sales tax department, they have to bear the burden of taxes. The 
raw material used for the locks are brass, scarp, copper, zinc, iron 
steels, iron plates, round bars, nut bolts, PVC plastic tubes and 
aluminum sheets etc. There is always scarcity of raw material. 
These are some of the problems related to management while some 
of the problems which can be seen in these small factories are 
related to labours. The rates of the wages are inadequate, the 
amount of bonus is very less and incentive scheme is almost 
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negligible in these factories. Working environment seems to be 
very unhygienic i.e. dark and lack of cleanliness etc. Techniques 
of manufacturing is based on very old pattern. No improvement or 
modification has been done in the process of production system. 
Workers are not provided enough rest hours by the factories. 
Inadequate salary creates problems to fulfil the day to day needs 
of the workers. 
Labour-Management Relationship in Lock Industries: 
The labour-management relations in the small-scale lock 
industries are largely transitory in nature. Most of the laoburs are 
quite unaware about their rights and liabilities. On the other hand 
workers union do exist but no trade union sought to enforce 
obligations on the employers. Very less number of the employers 
claimed knowledge about their workers belonging to trade union. 
None of the employer had referred to any labour dispute as having 
taken place in the preceeding several years. 
The workers have freedom to move from job to job. 
Researcher, who often visited the establishments, generally found 
amicable relations between labour and management. Most of the 
time labours did not seem to be satisfied with their workload. Still 
they did the work with all discipline and with full cooperation. 
It is clear from the above submission that Aligarh lock 
industries are having managerial as well as labour problems. 
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Though, it can not be denied that a dissatisfied labour would not 
be able to produce more and can hardly maintain good relations 
with the management. Adequate medical facilities, sufficient 
wages, healthy working environment, high morale, motivation and 
social security etc. are some of the vital factors to contribute 
higher production or productivity. For the improvement of the 
working efficiency, workers need social and psychological 
satisfaction. The productive capacity of the workers are adversely 
affected if they are having economic, social and psychological 
constraints. 
The present investigation "Socio-Psychological 
Constraints, their Impact on Productivity and Labour-
Management Relations" has dealt with these problems of labourer 
which affect the totality of their social life, ultimately affecting 
their work performance. Furthermore, lack of motivations, 
incentive schemes and reward provisions compel the workers to 
adopt an attitude of indifference towards work and establishments. 
In the absence of adequate salary they are not able to fulfil their 
basic needs. Lack of motivation leads towards there lesser interest 
in their work. For many years, in the earlier stage manufacturing, 
of lock had been continuing simply in the buildings, which were 
too cramped and did not have proper provisions of lighting, 
ventilation etc.. in their working conditions. In small factories, 
with corrugated iron roof and cramped of the machines, 
discomforts of the workers some times exceeds the limits of 
35 
human endurance in the hot weather. All these condition leads to 
psychological or mental strain during the working period and after 
work too. Hence all these socio-psychological and physical 
problems of the workers effect the working efficiency negatively, 
which ultimately hold a bearing on productivity as well on the 
labour-management relations. 
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Objectives of the study: 
1. To review a conceptual framework of labour problems. 
2. To make use of available literature on the subject as a 
whole. 
3. To perceive and analyse the basic problems of the labour 
which generally amount to lesser productivity and poor 
labour management relations. 
4. To examine and evaluate the problems of labour engaged in 
Aligarh lock industries, and to suggest measures for 
improvement. 
5. To find out and examine the wage structure, labour welfare 
aspect of working condition in lock industries, which hold 
direct bearings on the labour and productivity. 
6. To suggest measures for improving labour productivity and 
maintaining harmonious or peaceful relations between labour 
and management in Aligarh lock industries. 
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Hypothesis: 
The study has an attempt to test the following hypotheses: 
1. Inadequate medical facilities will affect the productivity. 
2. Healthy-labour management relation will lead to higher 
productivity. 
3. Labour participation and better working environment will 
increase productive efficiency, resulting, higher production 
and healthier relationship between the labour and 
management. 
4. Inadequate salary, bonus and incentives etc. to the working 
force will lead to greater dissatisfaction among the workers 
amounting to lesser productivity. 
5. Industrial conflicts, strikes and lesser dedication towards 
work lead to lesser production. 
6. Inadequate labour policies by the government affect the 
productivity adversely. 
CHAPTER II 
Review of Literature 
The chapter, entitled "Review of Literature", refers to the 
studies related to factors which affect production and labour-
management relations. The following paragraph give vivid and 
comprehensive account of review of literature pertaining to 
some of the important studies conducted by various researchers 
in India and abroad on the related subject matter. 
Raynold G. Iloyd (1959), in his book entitled, 'Labour 
Economic and Labour Relations' has pointed out that 
accumulation of more and more mechanical equipment is a major 
source of productivity gains. Having given much emphasis on 
mechanical equipment or technology, he also hold that 
reasonable freedom in decision making, adequate reward for 
efficient performance and a cultural approval for material gains 
are also very important things for the improvement of 
productivity. 
Dastur, H.P. (1960), in his treatise on, "Productivity and 
Industrial Medicine", advocates that industrial medicine is an 
efficient and advanced tool for achieving a massive increase in 
productivity. The benefits of health programmes are mainly 
intangible like increased efficiency, improved employment 
relations, reduction in absenteeism and better turnover and so 
on. 
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Phoille Maksimilar's (1964), study on "Productivity and 
the System of Labour Remuneration", reveals that the level of 
actual earning is determined not only by the basic wages, but 
also by a number of allowances for hard work and difficult 
working conditions, as well as by moving position of wages, 
comprising surpluses and bonuses. Hence, incentive, bonus, and 
these kind of remuneration are very important for the 
improvement of efficiency or productivity. 
Prudenskey G.A. (1964), in his study on "Labour 
Productivity; Concept, Factor and Growth Reserves", contends 
that labour creates the product and labour is, one of the basic 
factor for increasing productivity. The new machinery and 
technology are also decisive factors in increasing labour 
productivity. The most important conditions for higher labour 
productivity as he opines are improvement of technology and in 
workers skills. 
Faumce, W. (1968), in a study captioned, "Problems of an 
Industrial Society" reveals that labour management relation is 
another important factor of organizational integration. Conflict 
is like an indication of lack of integration, while cooperation 
among workers as well as with employer indicates the strong 
organisational integration. 
Cohen, B. (1969) in his study "Environment, Load and 
Allocation of Attention", has reported that exposure to high 
intensity noise leads to increased anxiety and emotional stress. 
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It also increases the incidence of nervous complaints nausea, 
headache, sexual impotency, instability, arguementativeness, all 
these factors are related to physical constraints, affect the 
working capacity of the workers negatively. 
Cooper Robert (1973) in his study, 'Task Characteristic 
and Intrinsic Motivation", observes that four intrinsic task 
dimensions i.e. Physical variety, skill variety, goal structure and 
transformation are linked with performance, satisfaction, 
absenteeism and labour turnover. 
Miller John and Sanford Labovitz (1973), have studied 
"Individual Relation to Organisational Conflicts and Change", 
they have concluded that physiological factors (job satisfaction, 
work tension) social relation factors (Social rewards, social 
costs and status inconsistency) and extra organisational 
variables (family, status, community involvement, professional 
loyalties) have significant role in the adjustment of employee 
within the organisation. Adjustment of employee leads to more 
interest towards better work performance and congenial 
relationship in the organisation. 
Thompson D.E. and Richard P.B. (1973) in their study 'A 
Case Study of Employees Attitude and Labour Unrest", have 
concluded that the organisational policy, immediate supervision, 
pursue on job, peers relation, pay, fringe benefits, identification 
with the company tools and equipments etc. are linked to 
employees attitude and labour unrest. Effective organizational 
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policies, less job pressure, good relations with peer group, 
adequate salary fringe benefits like incentives, bonus and other 
allowances and the modern kind of technology and equipment's 
are positively related with performance. 
Hewelt Thomas T. and others (1974), have presented a 
study on "The Effect of Organizations Leadership Style and 
Number of Compatibility upon Productivity of Small Group 
Working on Manipulative Task", their findings reveal that 
compatible groups had higher productivity than incompatible 
groups, collaborative groups had lower productivity than non-
collaborative groups. Collaboration and co-collaboration 
interacted in influencing productivity positively. 
Costello John M. and Lee Sanga M. (1974), have studied 
"Needs Fulfillment and Job Satisfaction of Professionals", they 
have taken into account five needs e.g. Physiological, security, 
social esteem, autonomy and self-actualization. Their findings 
reveal that eighty percent sample of the respondents were 
satisfied with their physiological social security needs and 
greatest dissatisfaction was found with their higher order needs 
e.g. esteem, autonomy and self actualization. 
Mallort Jose (1975), in his article entitled "Working 
Conditions", covers various aspects among which some affects 
positively and some negatively on their working behaviour. 
According to him various aspect of physical working 
environment including, air quality, heat, noise, light, work 
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rhythms and music etc. are related to the individual's adjustment 
and working behaviour of the worker. Good air quality, 
minimum temperature, enough lighting system and working with 
rhythms and music are some of the aspects, which affect 
working capacity and productivity positively. In the absence of 
these satisfactory things, working capacity of the workers is 
influenced adversely and resulting low production of any 
organization. 
Neider Peter (1975), has examined the "Relationship 
Between Leadership and Level of Productivity and Satisfaction", 
according to his findings there was no consistent correlation 
between leader's behaviour and productivity. But the findings 
further indicated that most of the worker's expectations were 
fulfilled by their supervision and more responsibility and 
freedom of action was given them. 
Denis D. Umostot (1976) and others have investigated the 
effects of job enrichment and goal setting on employee 
productivity and satisfaction in a well controlled stimulated job 
environment. The results have indicated that job enrichment has 
a substantial impact on the satisfaction but little effect on 
productivity. Goal setting on the other hand has a major impact 
on productivity and less substantial impact on satisfaction. Job 
enrichment has a positive effect on job satisfaction while goal 
setting had a positive effect on performance and productivity. 
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John M. Ivancevich (1976), has compared participative 
assigned and normating goal of setting groups. Results indicate 
that for at least nine months, both the participative and assigned 
goal setting, participants were more effective in improving 
performance, productivity and satisfaction. The improvement 
however, was generally not found after twelve-month training. 
Singhal Sushila (1976) has made an analysis with regard 
to the "Need Gratification and Participation of Job Incentives", 
according to her findings safety was the most important need. 
Other needs have been identified, like autonomy, self 
actualization, job incentives, opportunity for training and good 
working conditions, are very important for the satisfaction and 
improvement of working efficiency. 
Sam Terence and Cecil (1979) have assigned one hundred 
and four subjects in a factorial design including two levels of 
goal setting, two levels of evaluation apprehension, and three 
types of social cues to investigate the effects of independent 
variables on employee productivity and job satisfaction. The 
results has shown that people with assigned goals, people with 
higher education apprehensions produced more than people with 
low educational apprehensions. The people, who are receiving 
positive social cues, produce more than those people who are 
receiving negative social cues. 
Comming T.G. and Mollay, E.S. (1977), have studied the 
aspects pertaining to "Improving Productivity and Quality of 
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Work Life". The findings of the study reveal that autonomous 
work group, job restructuring, participative management, 
organisational wise change, organisational behaviour, 
modification and flexible working hours are the important 
factors in improving productivity and job satisfaction. 
Arne, J. Kalleberg (1977) his study "Work Values and Job 
Rewards, A Theory of Job Satisfaction", reveals that work 
values and job rewards are associated with the six dimensions of 
work, e.g. intrinsic needs, work convenience, finance, relations 
with co-workers, carrier opportunities and resource adequacy. 
With all these dimensions of work, the work value is improved 
and more chances of getting job rewards. 
Simmond Marcel (1977) has studied "Conditions of Labour 
and Health of Workers." He has done comparative study of the 
shift workers and regular workers. According to his findings 
regular workers are having less difficulties during the working 
hours as compared to shift workers, because shift workers are 
more affected by the difficulties of sleeping and digestion than 
regular workers. 
Voydonoff Patricia (1978) has presented his findings 
through his study entitled, "The Relationship Between Perceived 
Job Characteristic and Job Satisfaction among Occupational 
Status Group". He has observed that intrinsic and extrinsic 
characteristic (e.g. self-expression, role strain, financial reward 
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and promotion) contribute to the overall job satisfaction, 
adjustment and overall improvement in productivity. 
Tausky Curt (1982), his study on, 'Productivity, Incentives 
and Quality of Work Life", reveals that the nature of work, pay 
and job security are the primary interest of the employees. His 
findings further revea) that package of incentive, challenging 
work and profit sharing, job security have a decisive role in the 
motivation and in the enhancement of the quality of work life. 
Obradovic Gradinir (1982), has studied the "Causes of 
Slow Down in Production Process; Actual Engagement in Work 
and the Productivity of Labour's Social Aspect". He has 
observed that the reasons of slow down production are due to 
technological organisational, personal or socio-psychological 
causes or factors. 
Gavrilovich, B.N. (1983), has investigated the "Social 
Factors in Increasing the Quality of Production". His findings 
reveal that irregular supply of working schedules, inadequate 
labour conditions, inferior equipment, insensitive management 
and various similar factors, not directly tied to employment are 
the reason of decreasing quality and productivity. 
Mustafa, S.M. (1983), has researched on "A Study of 
Labour Problems in Sugar Industry of Eastern U.P." His findings 
reveal that absenteeism, labour turn over and lowering 
productivity are found on account of inadequate job condition 
e.g., low wages and bonus, improper housing, inadequate 
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medical facilities, negligible promotional avenues or 
opportunity, shift duties, inadequate social and welfare 
provision in favour of the working labours. 
Helander Jan Om (1984), has presented the essence of his 
findings in the paper entitled, "Industrial Gerontology". The 
findings reveal that persons cannot use the full degree of their 
abilities because of environmental factors that cause 
psychological and mental "Wear and Tear". Excessive or 
deficient workloads can both lead to stress. Work place 
regulations and demands of excessive work may result in 
requests for early retirement. To perform work with minimum 
amount of stress, it is essential to achieve a certain rhythm 
between work and rest periods, which varies from person to 
person. It is suggested that work schedules, productivity 
requirements and pension provisions from time to time be 
examined and changed for the maintenance of rhythm and 
smoothness in work. 
Spery Len (1984) has studied "Health Promotion and 
Medicines in the Workplace Programmes, Premises and 
Problems of Individual's Psychology". According to his 
findings, under wellness programmes at the work place should 
not only include informative education programme but include 
risk appraisal, like lighting, air quality, noise, office design and 
nutrition of food etc. Ultimately these variable affects job 
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satisfaction and bodily adjustment of the workers and on 
production. 
Norsoworthy, J.R. and Zebala Craig, A. (1985), have 
conducted their study on "Worker's Attitudes, Workers 
Behaviour and Productivity in the U.S. Automobile Industry". 
They have found that due to the failure of both management and 
laobur to create a satisfactory work environment, the worker's 
attitude and behaviour negatively influenced productivity growth 
and unit cost. 
MC. Guir Jean B. and Liro Joseph, R. (1986), expressed in 
their findings, "Flexible Work Schedule, Work Attitude and 
Perception of Productivity", have expressed that greater 
satisfaction and productivity has been found under the flexible 
timings; while on the other hand less satisfaction and lower 
productivity has been reported under staggered fixed hours and 
standard scheduling. 
Hagglund George, S. (1989), in his article entitled, 
'Alterntive Reward system: A Means to Raise Productivity". His 
findigns reveal that various kind of reward can raise the 
production. According to him, gain sharing system (reward) are 
designed to encourage workers, union and management to work 
together to enhance the profitability of a company or 
organisation. 
Starr Gerald (1989), has tried to show the link between 
wage and productivity in his article entitled, "Linking Wages 
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with Productivity". He has presented in his study that the 
increases in productivity in an economy more or less fixes the 
limits for non-inflationary wage adjustments. If the payment of 
more wages can be made contingent, for the workers they can 
make greater effort to improve their productivity. 
Ghosh Subratesh (1989), in his research paper, 
"Industrial Productivity," advocates that productivity to a great 
deal depends on labour productivity, which in turn depends 
greatly on the motivation of the workers, better management and 
improved technology. The question of linking the rise in wages 
with productivity has assumed ever grater significance. 
Gullick Elsie E., Yam Marylou and Touw. Margaret M. 
(1989) have studied. Work Performance by Persons with 
Multiple Sclerosis Conditions that Impede on Enable the 
Performance of Work" the performance of work is very much 
related to the work, human support, (corporation among workers 
with Management) personal attributes, towards work, health 
promotion of workers behaviour of employers and person's 
environmental adjustment etc. 
Witt and Beorksen(1989) have examined the "Climate for 
Creative Productivity as a Predictor of Research Usefulness and 
Organizational Effectiveness in an R and D Neganization", they 
have presented their views through their findings that a 
favourable climate is more useful for creative productivity than 
an unfavourable measure of climate in a specific work context. 
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Tiglao Torres Amaryllis (1990) in his Research Paper 
entitled, "Motivation and Productivity of Government Workers," 
observes that both intrinsic and extrinsic motives have served as 
important motivating factors. Employees satisfaction with 
recognition, reward type of work, personal sense of 
achievement, physical setting, style of supervision, agency 
prestige and relationship with coworkers are positively related 
with productivity. Higher self rating is also associated with 
worker's satisfaction. In relation to job security, responsibility 
of the supervisions tend to give higher performance score to 
employees who have expressed satisfaction with job 
responsibilities emanating from managerial practices. 
Individual's work productivity in public sector can be enhanced 
by providing a favourable environment, in'cluding fair wages, 
good interpersonal relations in a good physical setting as well as 
by enhancing the nature of the work itself. / 
Frisch Carol J. and Dickson Alyee, H. (1990), in their 
paper entitled, "Work Productivity as a Function of the 
Percentage of Monetary Incentives to Base Pay", have examined 
the effects of different percentage of incentive pay to base pay 
on work productivity. Among seventy five college students in an 
experimental laboratory settings. Findings of the study reveal 
that the productivity of students in laboratory was 10%, 30%, 
60% 100% groups are significantly greater than that of students 
who were in the 0% incentive groups, however, the productivity 
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of students in the 10%, 30%, 60% and 100% incentives groups 
did not differ. 
Turnage, Janet, J. (1990), in his study, "The Challenge of 
New Work Place Technology for Psychology", has discussed the 
impact of new technologies on the individual employee, on 
management methods and organisational structure and design. 
The review concludes that technological innovations will not be 
adopted and thus will not improve U.S. productivity unless a 
balance is achieved between technological development and 
human resource management needs. 
Danial Jozef (1990), has analysed, "Socio-Psychological 
Studies of Operators of 8 and 12 hours Shifts in Continuous 
Production" . He has surveyed 125 chemical workers working in 
shifts hours and 118 workers on 12 hours shifts. Workers on 8 
hours shift have reported higher work attractiveness and more 
satisfaction with physical working conditions. Workers on the 
longer shifts have reported a stronger performance for shift 
work but have also reported increased fatigue on the night shift 
and greater proportion of health related complaints. 
Shen Meng and Yan (1990), have applied the analytic 
hierarchy process to a model of labour intensity focusing on 
measurement of quantitative factors. Both quantitative factors 
(thermal environment, physical loading, noise, dust, harmful 
gases and vibration) and qualitative factors (mental loading 
duration, diet, dangers and professional diseases) affect labour 
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intensity. The evaluation system of labour efficiency is 
combined with the intensity system, which provides the ability 
to make reasonable suggestion about raising productivity. 
Burke Ronald, J. (1990), in his article, "Effects of 
Psychological Environment and Technological Stress Among 
Stock Brokers; A Preliminary Investigation", has examined the 
relationship of physical environment and technological based 
work with job satisfaction. Self reported health of 73 
stockbrokers are physical work environment, air quality, vedio 
display terminal problems and equipment breakdown, these 
problems are considered as the cause of work stress. In general, 
survey has reported that workers are stressors from physical 
environment and technological work. It has been reported that 
this is the reason of less satisfaction and poorer emotional well 
beings. 
Gowen Charls, R. and Jenning Shandra, A. (1990), have 
studied, "The Effects of Changes in Participation and Group 
Size on Gain Sharing Success, A Case Study", which examined 
productivity changes for 179 direct production employees in 6 
departments of a unionized manufacturing plant where gain 
sharing was implemented. Results suggests that employee 
participation in decision making is a significant factors in 
productivity improvement but group size does not play is critical 
role in successful gainsharing programmes. 
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Robert Donald G. (1991), in his article entitled, "I Don't 
Get no Respect", he has discussed that how to achieve and to 
maintain high productivity during the period of rapid change. It 
is related to employee-management relationship. His study 
present that treating employees by involving them in the process 
of decision making along with management, it would have a 
significant impact on productivity and important effect on self 
esteem and job satisfaction. 
Darbin Andrew J. (1991) in his study, "Comparison of the 
Job Satisfaction and Productivity of Telecommuters Versus in 
House Employees; A Research Note on Work in Progress" has 
compared job satisfaction and productivity of thirty four 'i 
house employees and thirty four telecommuters performing data 
entering and coding. Telecommuters expressed higher 
satisfaction on items relating to work conditions, co-worker 
relationships and scheduling. Productivity has been estimated to 
be almost thirty percent higher for telecommuters. 
Luvtzinger Joe and Blankee, Danial (1991), have studied, 
"The Effect of Corporate Fitness Programme on Perceived 
Worker's Productivity", how fitness of worker affect positively 
on production. Their findings suggests a strong positive 
relationship between membership status, exercise adherence and 
perception of the fitness centre as well as positive relationship 
between regular exercise and perception of worker's 
productivity. Findings further suggest the membership and 
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exercise adherence in an on-site fitness programme affect 
perception of workers productivity. 
Repetti Rena L. and Cosmas; Kathryn A.(1991), have 
studied 'The Quality of Social Environment at Work and Job 
Satisfaction", their findings reveal that job satisfactions are 
more strongly linked to the quality of supervisor's relation than 
the relationship with co-workers. 
Rodgers Robert and Hunter John E. (1991), in their study, 
"Impact of Management by Objectives on Organisational 
Productivity", have examined the goal setting, participation in 
decision making and objective feed backs, have each been shown 
to increase productivity. Their results show that when 
management's commitment was high, the average gain in 
productivity was 56% while on the other hand when the 
management's commitment was low the average gain in 
productivity was only 6%. 
Sperry Len (1991), In his study, "Enhancing Corporate, 
Mental Health, and Productivity", has reviewed corporate 
health/mental health, interventions and strategies for linking 
productivity to worker's health and well being. It is proposed 
that integrative and coordinated benefits and services reflect on 
overall corporate philosophy in which productivity is viewed as 
an outcome of healthy workers challenged by their 
responsibilities committed to their organization and who have a 
good fitting with their job, work group and corporate culture. 
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Furthermore, job workplace and organisational development as a 
means of increasing organisational productivity and 
effectiveness have been recommended. Two ways of increasing 
organisational productivity and effectiveness are discussed; job 
workplace and organisational development. 
Steffy Brain D and Laker Dennis R. (1991), in their study 
"Workplace and Personal Stress Antecedents to Employee 
Alcohol Use". According to them, employment insecurity and 
recent stressful life events leads to greater alcohol intake and 
use of alcohol to relax and cope with work and personal tension. 
Excessive workload contributes to use of alcohol as a coping 
mechanism. 
Ramanathan Chalhapuram S. (1992), in his article, 'EAP'S 
Response to Personal Stress and Productivity Implications for 
Occupational Social Work", has investigated the influence of an 
Employee Assistance Programme (EAP) on employee stress and 
employee productivity. Participation in employee assistance 
programme services has improved productivity, but does not 
significantly changed stress of employees. Employee's stress is 
positively related to absenteeism and negatively related to 
intention to stay at work place. 
Erez Miriam, (1992), in his research investigation entitled, 
"Interpersonal Communication System in Organisations and 
their Relationship to Cultural Values, Productivity and 
Innovations" has examined the patterns of communication 
system in Japanese cofpo^iUfeilflilS^^^e light of antecedents 
(cultural values) and in relation to the consequence 
(productivity and innovations). This congruence has intensified 
the smooth flow of communication level, sharing of common 
values, on the cognitive level of productivity and innovations. 
Wilkinson Alvin D and Wagner Robert M. (1993), in their 
investigation on "Supervisory Leadership Styles, State 
Vocational Rehabilitation's Counselor, Job Satisfaction and 
Productivity" Their finding reveals that high satisfaction also 
had higher productivity in number of rehabilitation plans 
developed, number of rehabilitates, and number of severely 
disabled rehabilitates. Findings suggest that supervisory style 
that are void of support may be associated with lower 
satisfaction, while other direction, when coupled with support 
may be positively related to satisfaction. 
Mehra Gita and Mishra P.C. (1993), have explored the 
moderate effects of participation in opinion seeking on the 
relationship between job satisfaction and occupational stress. 
Their moderate regression analysis indicates that participation in 
opinion seeking has a moderating effect on the relationship 
between job satisfaction and occupational stress. 
Armstrong-Stassen, and Marjorie (1993), in their study 
captioned, "Production Worker Reaction to the Plant Closing; 
The Role of Transfer, Stress and Support", the findings reveal 
that the workers who have been transferred reported greater job 
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security, higher performance, more trust in the company than 
those who remained at the plant. Transferred workers have also 
reported less trust in their unions. There are no significant 
differences between the two groups, supervisor and union. 
Supervisor's support is positively related to trust in the 
company. 
Kelloway E., Kevin; Barling Julian and Shah Afsar (1993), 
in their paper, "Industrial Relations, Stress and Job Satisfaction 
Effects and Mediation", have examined the effects, of negative 
and positive industrial relations. Stress on mood and their 
impact on job satisfaction. Their study reveal that stressful 
industrial relations have affected mood distressful and in turn of 
negative job satisfaction, on the other hand congenial industrial 
relations have direct effect on both positive mood and job 
satisfaction towards the work. 
Ganguli; S. Ashok, (1994), in his book, "Industry and 
liberalization", states that how technological changes and 
innovations of research and design affect the productivity. He 
has also mentioned that improvement can be attributed 
directly or indirectly to technological changes. His study reports 
that forty percent of productivity increases in the USA can be 
correlated to advance in technological innovation and spending 
on research and design. 
Singh, B.G., Agarwal Venayshri (1994-95), have examined 
absenteeism among blue and white coller workers in relation of 
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their satisfaction with welfare facilities, salary, education and 
experience. The findings of their results indicate that 
satisfaction with welfare facilities and salary are significant in 
decreasing absenteeism among white coller workers, education 
led to increase absenteeism in both of the groups. i 
Sharma R.A. and Samaritra Rabinarayan (1994), have 
studied 'Conflict Management in an Indian Firm", their findings 
evaluate the efficiency of conflict management strategies within 
the framework of superior-subordinate relationships. Eight 
strategies of conflict resolution such as avoiding argument, 
following rules, accommodating, consulting, smoothing, forcing, 
compromise, and confrontation were examined in terms of their 
impact on perceptual measures of organizational effectiveness 
i.e productivity, adaptability and flexibility. Analysis indicated 
that confrontation and smoothing modes were most significantly 
associated with effectiveness while accommodative behaviours 
emerged as the most ineffective method of conflict resolution. 
The organization under study was high on all the three selected 
measures of effectiveness. 
Melamed, Samuel; Avi Irit; Luz Jair; Green Monfred S., 
(1995), in their treatise 'Objective and Subjective Work 
Monotony; Effects on Job Satisfaction, Psychological Distress 
and Absenteeism in Blue Collar Workers". They have indicated 
that subjective monotony is moderately related to the objective 
work conditions. Hierarchical regression analyses shows that 
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effects on all the outcomes are partially mediated by subjective 
monotony and are also directly related to repetitive work and 
work load. Job satisfaction and psychological distress are 
mainly related to subjective monotony whereas sickness is also 
equally related to the work condition and subjective monotony. 
Shikdar Ashraf and Das Biman (1995), in their study on 
" A Field Study of Worker's Productivity Improvement" have 
reported the results of an industrial field study, which was 
conducted to improve workers productivity through various 
interventions in a respective productive systems. According to 
them workers participation in managerial policies has improved 
workers productivity. Managers should not encourage workers 
participation only, while monetary incentives also improves 
productive capacity if it has been given to workers by their 
employers from time to time. Even under good working 
conditions at the workplace, workers improve productive 
capacity in any industry. 
Krishnamurti, V. (1995), in his article 'Towards 
Excellence in Productivity through HRD in Excellence through 
Human Resource Development' has presented that lack of formal 
communication system within an organisation has contributed to 
the gap between workers and corporate objectives. In this 
situation, relationship between employee and management are 
clouded with suspicions and distrust. This kind of relation affect 
the performance of work adversely productivity too. 
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Huselied Mark A. (1995), in his treatise, "The Impact of 
Human Resource Management Practice on Turnover, 
Productivity and Corporate Financial Performance", has 
evaluated the links between system of high performance work 
practice (HPWP) and firm performance. HPWP includes 
comprehensive employee recruitment and selection procedures, 
incentives, compensation and performance management system, 
and extensive employee involvement and training. Human 
resources professionals at 968 firms completed questionnaires 
on HPWP, internal and external fit turnover productivity and 
financial performance. Control variable included size, growth in 
sales, and levels of profitability. Result indicates that HPWP 
practices and an economically and statistically significant 
impact on both intermediate employee outcomes (turnover and 
productivity) and short and long term measures of corporate 
financial performance. 
The analysis of the above stated studies reveal the 
researchers, authors, and social scientist on the basis of their 
findings, have analysed problems concerning labours, 
management and productivity from different point of views. 
Some of the social scientists and researchers have emphasized 
on environmental conditions, morale, motivation, wages, labour 
participation and organizational structure so on and so forth. 
Some other problems as pointed out by them can be broadly 
categorized under the categories of security safety need 
fulfillment, job satisfaction, absenteeism, interaction between 
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management and labours promotional opportunities, fringe 
benefits, autonomy, incentives and motivation for promotion 
etc. as the important fiictor which affect the working capacity 
and the performance c»f workers. These problems have been 
taken separately or have been taken by one or two variables. 
In the present study an attempt has been made to 
investigate some of the variables together and try to present that 
how these variables affect the worker's working capacity and 
how it leads to mental strain among the workers ultimately, and 
inefficiency towards their work amounting to lesser 
productivity. In the absence of congenial working environment, 
inadequate wages and other fringe benefits, inadequate medical 
facilities, non-judicious policies often lead to the development 
of unpleasant relations among the co-workers, supervisors and 
the management which give rise to withdrawal behaviour pattern 
of the workers which cause absenteeism, maladjustment etc. and 
ultimately influences the production and relation with the 
management adversely. 
C H A P T E R III 
Plan and Procedure 
The researcher in orders to investigate "The Socio-
Psychological Constraints and their Impact on Productivity and 
Labour Management Relations'", has framed questions within the 
two important parameters namely perceptions and aspirations 
which constitute the totality of socio-psychological constraints 
for the purpose of the present investigation. The researcher 
while developing questions has also kept in mind social, 
political, economic, educational and religious aspects or areas 
which play an important role in perceiving the objects, events or 
actions and also determines aspirations of the persons in society. 
For any kind of research, the methodology, which a researcher 
adopts, plays an important role in carrying out the research 
systematically in order to obtain reliable and valid results. As 
for scientific precision, reliability and validity of results in any 
study largely depends upon the efficiency and suitability of the 
strategies adopted for the investigation, hence, it is very 
important to plan a programme before carrying out any research. 
The present investigation has also undertaken adequate step in 
the formulation of research design, keeping in view the proposed 
investigation. 
Aligarh lock industry has its origin in the form of workshop 
established in 1860 for the services of the postal department of 
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the country. But some claims that locks were initially 
manufactured in the year 1818. With the passage of time and 
changing needs, training school was established in Aligarh in the 
year 1923, to provide basic fundamental training to the aspirants 
interested to learn the process and techniques of lock making 
from the point of view of employment or to start their own 
independent establishment. 
The government in the year 1935 also established metal 
workshop in Aligarh for the training of the workers. The 
government also provided foreign exchange for the purchase of 
plants and machines to moderate the prevailing lock industry. The 
industry created additional capacity to expand production, semi-
automation was also introduced and manual processes were 
substituted by the mechanised processes of polishing the 
furnished products. The innovations brought down the cost and of 
production, raised productivity and profitability of the lock 
industry. 
In the present era around 130 lock industries are located in 
the Aligarh industrial area and in the by lanes of the city. The 
researcher for the purpose of present investigation on account of 
feasibility selected lock industries situated in the industrial area 
and not from the industrial units situated in the by lanes of the 
city. 
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Sample Composition: 
The selected industries are big and well-established lock 
establishments namely Link, Bajaj, Modern, Parker and Rose 
Lock industries situated in the industrial area of Aligarh. In these 
industries no women workers are employed. 
The data for the study has been collected by adopting 
simple random sampling method. The sample constitutes 
respondents hailing from different socio-cultural, educational 
and rural-urban backgrounds. The data on account of certain 
delimitations has been collected only from the skilled and semi-
skilled workers, serving in the above stated lock industries. The 
total universe of the skilled and semi-skilled workers and 
sample drawn is presented in table-1. 
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In all there are seven major sections in the selected 
industries namely office-sales account and dispatch section, 
quality control section, raw material section, research and design 
section, production section, packing section, painting and 
polishing section etc. The sample of the study has been drawn 
from the workers representing all the seven sections of the 
factories. 
The data of the present study has been collected with the 
help of questionnaire framed by the researcher. The 
questionnaire consists fifty separate questions with three 
different remarks (option) of 'Yes', ' indifferent'and 'No' . These 
questions cover some of those problems which workers generally 
face, like, the problem of medical facilities, existing labour 
welfare policies, wages and bonus provisions, working 
environment etc. The sample of the study has been drawn from 
skilled and semi-skilled workers of the lock industries. The 
items of the questionnaire were prepared in Hindi for the sake of 
comprehension of the respondents. Relevant informations 
pertaining to the present investigation has also been collected 
from the secondary sources like newspapers, journals, annual 
reports of company etc. 
The fieldwork took around three months from Feb 1999 to 
April 1999. It took about ten days to establish contacts and seek 
permission from the owners of the selected factories to collect 
the data from their workers. The investigator after some 
discussions with the owner could convince them about the 
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academic usefulness of such investigation. The owners extended 
full cooperation and help which was required for the completion 
of the work. The researcher verbally also collected relevant 
information from the owners as well as from the managerial staff 
of the factories. They were quite cooperative and free in their 
expressions. The workers on the other hand also asked some 
questions from the researcher, "are they going to be benefited 
with such type of work"? Will they get some promotion or hike in 
their salaries, if they answer the questions? If they answer such, 
questions, which concern to themselves and their management, 
will the management take any action against them? so on and so 
forth the investigator assured them that it is purely an academic 
work and has nothing to do with their prevailing service 
conditions or status. The respondents then agreed to respond to 
the question. The investigator then presented questionnaire 
before workers and collected data by explaining each item to then 
individually, such workers were fifty in number and remaining 
respondents filled the questionnaire themselves. They were 
provided sitting arrangements by the management in small 
groups. Some were in the group of five and some were in the 
group ten. The investigator during interaction with the 
respondents observed that the workers were initially hesitant in 
openly expressing their reactions to the questions presented to 
them because of lower level of education and lack of general 
awareness. 
CHAPTER IV 
Data Analysis and Interpretation 
In the preceding chapter plan and procedure of the present 
study has been presented. The present chapter deals with 
analyses and interpretation of the data. In order to analyse and 
compare perceptions and expressions of the respondents the 
methods or techniques of item analyses and t-test has been 
employed. The data on account of certain delimitation has been 
analysed on the bases of occupational categories i.e. skilled 
and semi-skilled workers, which constitutes the total sample of 
351 workers serving in the industries selected for the study. 
In order to find out any significant variations among the 
respondent's responses, the following t-test formula has been 
employed. 
p, - p . 
t 
(N.+Nj) 
Where P|= First percentage 
P 2 = Second percentage 
N| = Number of persons in the first group 
N2 = Number of persons in the second group 
PC = combined percentage of the group 
Qc = 1-PC (Gilford J.P., 1978) 
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Q. 1 Do you agree that the factory workers keeping in view the 
productivity aspect need regular medical check up? 
Table - 1 
&ND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
151 
149 
300 
•/. 
85.8 
85.1 
85.4 
Indifferent 
5 
12 
17 
% 
2.8 
6.9 
4.8 
Disagreed 
20 
14 
34 
% 
11.4 
8.0 
9.6 
0.9865 
The above table reveals that majority of the skilled and 
semi-skilled workers 85.8% and 85.1% respectively have 
exhibited their agreement with the statement, whereas 2.8% 
skilled and 6.9% semi-skilled workers respectively have 
exhibited their indifference towards the statement, while 11.4% 
skilled and 8% semi-skilled workers have expressed their 
disagreement with the statement. 
The t-value (t=0.9865) indicates that no significant 
variation is visible among the skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents, 85.4% have expressed their 
agreement with the statement, while 4.8% remained indifferent 
towards the statement, on the other hand 9.6% of the workers 
have expressed their disagreement with the statement. 
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It can thus be concluded that majority of the respondents 
85.4% keeping in view the productivity aspect need regular 
medical check up. 
Q. 2 Do you feel that factories in our society do have the 
prescribed and adequate facilities for regular medical checkup of 
the workers? 
Table - 2 
SNo 
1 
2 
3 
4 
Category 
Skilled 
Semi- skilled 
Total 
t-value 
Types of Responses 
Agreed 
47 
26 
73 
% 
26.7 
14.9 
20.7 
Indifferent 
2 
2 
4 
% 
1.1 
1.1 
1.1 
Disagreed 
127 
147 
274 
% 
72.2 
84.0 
78.0 
0.9794 
The above table reveals that 26.7% skilled and 14.9% 
semi-skilled respectively have manifested their agreement with 
the statement; 1.1% skilled and 1.1% semi-skilled workers 
respectively have expressed their indifference towards the 
statement, on the other hand 72.2% skilled and 84.0% semi-
skilled workers have manifested their disagreement with the 
statement. 
The t-value (t=0.9794) indicates that no significant 
difference is noticeable among the skilled and semi-skilled 
workers pertaining to the statement. 
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Majority of the respondents 78% have expressed their 
disagreement with the statement while 1.1% and 20.7% of the 
workers have exhibited their indifference and disagreement 
towards the statement. 
It can thus be inferred that the majority of the respondents 
78% have exhibited their disagreement with the statement that the 
factories in our society do have the prescribed and adequate 
facilities for regular medical checkup of the workers. 
Q. 3 Do you feel that the lack of proper medical facilities 
within the factory campus, decreases the interest of the 
workers towards working? 
S.No 
1 
2 
3 
4 
Category 
Skflled 
Semi- skilled 
Total 
t-value 
Agreed 
121 
125 
246 
Table 
% 
68.8 
71.4 
70.0 
- 3 
Types of Responses 
IndifTerent 
4 
10 
14 
% 
2.3 
5.7 
3S 
0.9885 
Disagreed 
51 
40 
91 
% 
29.0 
22.9 
25.9 
The above table reveals that 68.8% skilled and 71.4% 
semi-skilled workers respectively have expressed their 
agreement with the statement, where as 2.3% skilled and 5.7% 
semi- skilled workers remained indifferent towards the 
statement while on the other hand 29% skilled 22.9% semi-
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skilled workers have exhibited their disagreement with the 
statement. 
The t-value (t=0.9885) reveals that no significant 
variation is operational among the skilled and semi -skilled 
workers with regard to the statement. 
Majority of the subjects 70% have expressed their 
agreement with the statement, while 3.9% respondents remained 
indifferent, whereas 25.9% respondents have exhibited their 
disagreement with the statement. 
It can thus be concluded that majority of the workers 70% 
hold the view that lack of proper medical facilities within the 
factory campus decreases the interest of the workers towards 
working. 
Q. 4 Do you agree that the industrial workers on account of 
lesser pay, often engage themselves in some other extra 
economic activities and pay less attention towards their 
assigned jobs where they are working? 
Table - 4 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
124 
83 
207 
% 
70.5 
47.4 
58.9 
Indifferent 
2 
1 
3 
% 
1.1 
0.6 
0.85 
Disagreed 
50 
91 
141 
% 
28.4 
52.0 
40.1 
0.7940 
The above table indicates that 70.5% skilled and 47.4% 
semi-skilled workers respectively have expressed their 
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agreement with the statement, while 1.1% skilled and 0.6% 
semi-skilled workers have exhibited their indifference towards 
the statement, on the other hand 28.4% skilled and 52.0% semi-
skilled workers have shown their disagreement with the 
statement. 
The t-value (t=0.7940) indicates that some significant 
variations is noticeable among the skilled and semi-skilled 
workers with regard to the statement. 
Out of the total respondents, 58.9% have exhibited their 
agreement with the statement, while 0.85% of the subject 
remained indifferent towards the statement, on the other hand 
40.1% of the respondents have expressed their disagreement 
with the statement. 
It can thus be concluded that majority of the respondents 
58.9% have exhibited their agreement with the statement that 
industrial workers on account of lesser pay, often engage 
themselves in some other extra economic activities and pay less 
attention towards their assigned jobs where they are working. 
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Q. 5 Do you agree that factory owners do not revise the pay 
structure of their workers resulting to the adoption of 
an attitude of indifference by the workers towards their 
assigned jobs which adversely affects production? 
Tab l e - 5 
SNo 
1 
2 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
138 
147 
285 
% 
78.4 
84.0 
81.1 
Indifferent 
3 
2 
5 
% 
1.7 
1.1 
1.4 
Disagreed 
35 
26 
61 
% 
19.9 
14.9 
17.3 
0.9970 
The above table indicates that 78.4% skilled and 84% 
semi-skilled workers have exhibited their agreement with the 
statement, while 1.7% skilled and 1.1% semi-skilled workers 
respectively have expressed their indifference and disagreement 
with the statement. 
The t-value (t=0.9970) reveals that no significant 
difference is noticeable among the skilled and semi-skilled 
workers pertaining to the statement. 
Majority of the respondents 81.1% are in agreement with 
the statement while 1.4% remained indifferent, whereas 17.3% 
respondents do not agree with the statement. 
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It can thus be concluded that majority of the subject 
81.1% have shown their agreement with the statement that the 
factory owners do not revise the pay structure of their workers 
amounting to the adoption of an attitude of indifference by the 
workers towards their assigned jobs, which adversely affects 
production. 
Q. 6 Do you feel that wages and average workload of the 
workers are not judicious which amounts to frustration 
and lesser productivity? 
Table - 6 
S.No 
1 
2 
3 
4 
Category-
Skilled 
Semi- skilled 
Total 
t-value 
Types of Responses 
Agreed 
133 
134 
267 
% 
75.6 
76.6 
76.0 
IndifTerent 
1 
2 
3 
•/. 
0.6 
1.1 
0.85 
Disagreed 
42 
39 
81 
% 
239 
22.3 
23.0 
0.9994 
The above table reveals that 75.6% skilled and 76.6% 
semi-skilled workers respectively have manifested their 
agreement with the statement, while 0.6% skilled and 1.1% 
semi-skilled workers remained indifferent with the statement, 
on the other hand 23.9% skilled and 22.3% semiskilled workers 
have presented their disagreement towards the statement. 
The t-value (t=0.9994) indicates that no significant 
difference is operative among the skilled and semi-skilled 
workers, regarding to the statement. 
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Among the total respondents 76% have exhibited their 
agreement with the statement, while 0.85% respondents 
remained indifferent, whereas 23% respondents are in 
disagreement with the statements. 
It can thus be concluded that majority of the respondents 
76% feel that their average workload and wages are not 
judicious, which amounts to frustration and lesser productivity. 
Q. 7 Do you notice that the factory workers frequently seek 
loans on exorbitant rate of interest and thus remain 
psychologically strained amounting to lesser attention 
towards their job? 
Table - 7 
S.No 
1 
2 
3 
4 
Categor) 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
94 
69 
163 
•/t 
53.4 
39.4 
46.4 
Indifferent 
6 
4 
10 
% 
3.4 
2.3 
2.8 
Disagreed 
76 
102 
178 
% 
43.2 
58.3 
50.7 
0.8952 
The above table reveals that 53.4% skilled and 39.4% 
semi-skilled workers have exhibited their agreement with the 
statement, 3.4% skilled and 2.3% semi-skilled workers have 
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expressed their indifference towards the statement, while 43.2% 
and 58.3% skilled and semi-skilled workers respectively do not 
endorse the statement. 
The t-value (t=0.8952) indicates that no significant 
difference is visible among the skilled and semi-skilled workers 
with regard to the statement. 
Among all the respondents, 46.4% have manifested their 
agreements with statements, while 2.8% remained indifferent 
with the statement, whereas 50.7% have expressed their 
disagreement with the statement. 
It can thus be concluded that majority of the respondents 
50.7% notice that the factory workers frequently seek loans on 
exorbitant rate of interest and thus remain psychologically 
strained amounting to lesser attention towards their job. 
Q. 8 Do you feel that the factory workers do not get 
judicious bonus amounting to lesser attention towards 
production and conflicting situation among the 
workers and the management? 
S.No 
1 
2 
4 
Categor)-
SkiUed 
Semi-skilled 
Total 
t-value 
Agreed 
117 
65 
182 
TabI 
% 
66.5 
37.1 
51.8 
e - 8 
Typts of Responses 
Indifferent 
7 
6 
13 
% 
4.0 
3.4 
3.7 
0.6145 
Dbagreed 
52 
104 
156 
% 
29.5 
59.4 
44.4 
The above table indicates that 66.5% skilled and 37.1% 
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semi-skilled workers ha^f«^;fi^,i1^it4^U^^ agreement with the 
statement, while 4% skilled and 3.4% semi-skilled workers 
remained indifferent, whereas 29.5% skilled and 59.4% semi-
skilled workers have displayed their disagreement with the 
statement. 
The t-value (t=0.6145) reveals that some significant 
differences are visible among skilled and semi-skilled workers 
pertaining to the statement. 
Among the total respondents 51.8% have shown their 
agreement with the statement, while 3.7% and 44.4% 
respondents respectively have expressed their indifference and 
disagreement with the statement. 
It can thus be concluded that majority of the respondents 
51.8% feel that the factory workers do not get judicious bonus 
amounting to lesser attention towards production and 
conflicting situation among the workers and management. 
Q. 9 Do you feel that if pension provisions are introduced, 
it would amount to greater productivity as well as to 
healthy relationship among the workers and the 
management? 
S.No 
1 
2 
3 
4 
Categor>° 
SkiUed 
Semi-skilled 
Total 
t-value 
Agreed 
142 
153 
295 
Tab! e - 9 
Types ol 
% 
80.7 
87,4 
84.0 
Indifierent 
12 
12 
24 
Responses 
% 
6.8 
6.9 
6.8 
Disagreed 
22 
10 
1 32 
0.9961 
% 
12.5 
9.1 
9.1 
The above table exhibit that 80.7% skilled and 87.4% 
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semi- skilled workers have expressed their agreement with the 
statement, while 6.8% skilled and 6.9% semi-skilled workers 
remained indifferent, whereas 12.5% skilled and 9 .1% semi-
skilled workers have expressed their disagreement with the 
statement. 
The t-value (t=0.9961) reveals that no significant 
difference is noticeable among the skilled and semi-skilled 
workers pertaining to the statement. 
Out of the total respondents 84% respondents have 
exhibited their agreement towards the statement, while 6.8% 
respondents remained indifferent, on the other hand 9.1% 
respondents have manifested their disagreement with the 
statement. 
It can thus be concluded that majority of the workers 84% 
feel that if pension provisions are introduced, it would amount 
to greater productivity as well as to healthy relationship among 
the workers and the management. 
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Q. 10 Do you agree that in the event of the closure of any 
factory, workers do not get their full pay and other 
claims, which generate hostility among the workers 
towards the management? 
S.No 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
118 
84 
202 
Tabic 
% 
67.0 
48.0 
573 
; - 1 0 
Types of Responses 
Indifferent 
3 
2 
5 
% 
1.7 
1.1 
1.4 
0.8460 
Duagreed 
55 
89 
144 
% 
31.3 
50.9 
41.0 
The above table presents that 67% skilled and 48% semi-
skilled workers have exhibited their agreement with the 
statement. On the other hand 1.7% skilled and 1.1% semi-
skilled workers remained indifferent with the statement, while 
31.3% skilled 50.9% semi-skilled workers have expressed their 
disagreement. 
The t-value (t=0.8460) indicates that no difference is 
noticeable among the skilled and semi-skilled workers 
regarding to the statement. 
Out of the total respondents 57.5% subjects have 
expressed their agreement with the statement, while 1.4% 
respondents remained indifferent, whereas 41% respondents do 
not agree with the statement. 
It can thus be submitted that majority of the respondents 
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57.5% feel that in the event of closure of their factory, they do 
not get their full pay and other claims, which generate hostility 
among the workers towards the management. 
Q. 11 Do you agree that the factory owners avoid the 
implementation of labour laws judiciously which often 
lead to conflict among the workers and the 
management? 
Table - 11 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
98 
85 
183 
•/. 
55.7 
48.5 
52.1 
Indifferent 
14 
5 
19 
% 
8.0 
2.9 
5.4 
Disagreed 
64 
85 
149 
% 
36.4 
48.6 
42.4 
0.9326 
The above table shows that 55.7% skilled and 48.5% 
semi-skilled workers have exhibited their agreement with the 
statement, whereas 8% skilled and 2.9% semi-skilled workers 
remained indifferent. While 36.4% skilled and 48.6% semi-
skilled workers have expressed their disagreement towards the 
statement. 
The t-value (t=0.9326) reveals that no significant 
variation is visible among the skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 52.1% have manifested their 
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agreement with the statement, while 5.4% respondents remained 
indifferent, whereas 42.4% respondents do not approve the 
statement. 
It can thus be inferred that majority of the respondents 
52.1% have agreed with the statement that their factory owners 
avoid the implementation of labour laws judiciously which 
often lead to conflict among the workers and the management. 
Q. 12 Do you feel that the leave provisions in Indian 
factories are very restricted which are often the 
causes of dissatisfaction among the workers? 
Table- 12 
S.No 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
70 
71 
141 
% 
39.8 
40.6 
40.1 
IndifTerent 
4 
4 
8 
% 
2.3 
2.3 
2.2 
Disagreed 
102 
100 
202 
% 
58.0 
67.1 
573 
0.9997 
The above table reveals that 39.8% skilled and 40.6% 
semi-skilled workers are in agreement with the statement, while 
2.3% skilled as well as 2.3% semi-skilled workers remained 
indifferent with the statement, whereas 58% skilled and 57 .1% 
semi-skilled workers have expressed their disagreement 
towards the statement. 
The t-value (t=0.9997) indicates that no significant 
difference is noticeable among the skilled and semi-skilled 
workers pertaining to the statement. 
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Among the total respondents 40 .1% have shown their 
agreement with the statement, while 2.2% and 57.5% 
respondents respectively have exhibited their indifference and 
disagreement with the statement. 
It can thus be concluded that majority of the workers 
57.5% have expressed their disagreement with the statement 
that leave provisions in Indian factories are very restricted, 
which are of the causes of dissatisfaction among the workers. 
Q. 13 Do you agree that the loan facilities to the workers 
for the marriage of their wards or construction of 
house etc. are not available in the factories which is 
one of the causes of dissatisfaction among the 
workers? 
SND 
1 
2 
•^  J 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-valuc 
Agreed 
99 
127 
226 
Table- 13 
Types of Responses 
% 
56.3 
72.2 
64.3 
Indifferent 
1 
3 
4 
% 
0.6 
1.7 
1.1 
Disagreed 
76 
45 
121 
0.9024 
% 
43.2 
25.7 
34.4 
The above table exhibits that 56.3% skilled and 72.2% 
semi-skilled workers respectively have expressed their 
agreement with the statement to the statement, while 0.6% 
skilled and 1.7% semi-skilled workers have expressed their 
indifference and on the other hand 43.2% skilled and 25.7% 
semi-skilled workers have manifested their disagreement with 
the statement. 
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The t-value (t=0.9024) reveals that no significant 
variation is operative among the skilled and semi-skilled 
workers, regarding to the statement. 
Among the total respondents 64.3% have expressed their 
agreement with the statement, while 1.1% respondents remained 
indifferent, whereas 34.4% respondents have expressed their 
disagreement with the statement. 
It can thus be concluded that majority of the respondents 
64.3% agree with the statement that the loan facilities for the 
marriage of their ward or construction of house building etc. 
are not available in their factories, which is one of the causes 
of dissatisfaction among the workers. 
Q. 14 Do you feel that if loan facilities are made available 
in the industrial set ups, it may lead to integrate the 
feelings of belongingness among the workers and 
might result in greater productivity and healthy 
relationship with the management? 
Table - 14 
SN) 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
125 
152 
277 
% 
71.0 
86.9 
78.9 
Indifferent 
10 
4 
14 
% 
5.7 
2.3 
3.9 
Disagreed 
41 
19 
60 
% 
23.3 
10.9 
17.0 
0.9834 
The above table presents that 71% skilled and 86.9% 
semi-skilled workers respectively have expressed their 
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agreement towards the statement, while 5.7% skilled and 2.3% 
semi-skilled workers remained indifferent. 23.3% skilled and 
10.9% semi-skilled workers have manifested their disagreement 
with the statement. 
The t-value (t=0.9834) reveals that no significant 
variation is noticeable among the skilled and semi-skilled 
workers regarding the statement. 
Among the total respondents 78.9% have expressed their 
agreement with the statement, 3.9% have expressed their 
indifference, whereas 17% respondents do not agree with the 
statement. 
It can thus be submitted that majority the workers 78.9% 
feel that if loan facilities are made available in the industrial 
set ups, it may lead to integrate the feelings of belongingness 
among the workers and might result in greater productivity and 
healthy relationship with the management. 
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Q. 15 Do you notice that in the event of workers death, his 
dependents on compassionate grounds are not 
provided any job in their establishments, which 
causes the feelings of insecurity and uncertainty, 
amounting to lesser sincerity of the workers towards 
their establishment? 
Table- 15 
SNa 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
101 
133 
234 
% 
57.4 
76.0 
66.6 
Indifferent 
9 
10 
19 
% 
5.1 
5.7 
5.4 
Disagreed 
66 
32 
98 
•/. 
37.5 
18.3 
27.9 
0.8932 
The above table reveals that 57.4% skilled and 76% semi-
skilled workers have manifested their agreement towards the 
statement, whereas 5.1% skilled and 5.7% semi-skilled workers 
hold their attitude of indifference, while 37.5% and 18.3% 
skilled and semi-skilled workers respectively have expressed 
their disagreement with the statement. 
The t-value (t=0.8932) reveals that no significant 
« 
variation is operative among the skilled and semi-skilled 
workers regarding the statement. 
Among the total respondents 66.6% have expressed their 
agreement with the statement, while 5.4% respondents have 
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expressed their indifference with the statement, whereas 27.9% 
respondents have exhibited their disagreement towards the 
statement. 
It can thus be inferred that majority of the respondents 
66.6% notice that in the event of workers death, his dependents 
on compassionate grounds are not provided any job in the 
establishments, which causes the feeling of insecurity and 
uncertainty, amounting to lesser sincerity of workers towards 
their establishment. 
Q. 16 Do you agree that after the death of the workers, if 
judicious financial assistance or job for their 
dependents are made compulsory by law, it may 
provide positive returns as far as productivity and 
labour-management relations are concerned? 
s\» 
1 
2 
3 
4 
CatCEory 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
150 
162 
312 
Table - 16 
Types of Responses 
% 
85.2 
92.6 
88.8 
Indifferent 
2 
5 
7 
% 
I.l 
2.9 
1.9 
Disagreed 
24 
8 
32 
0.9919 
% 
13.6 
4.6 
9.1 
The above table indicates that 85.2% skilled and 92.6% 
semi-skilled workers have manifested their agreement with the 
statement, while 1.1% skilled and 2.9% semi - sk i l l ed workers 
have exhibited their indifference towards the statement, 
whereas 13.6% skilled and 4.6% semi-skilled workers have 
expressed their disagreement with the statement. 
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The t-value (t=0.9919) reveals is no significant difference 
is noticeable among skilled and semi-skilled workers pertaining 
to the statement. 
Among the total respondents 88.8% have exhibited their 
agreement towards the statement, while 1.9% and 9.1% 
respondents have expressed their indifference and disagreement 
respectively towards the statement. 
It can thus be concluded that majority of the respondents 
88.8% feel that after the death of the workers, if judicious 
financial assistance or job for their dependent are made 
compulsory, it may provide positive returns as far as 
productivity and labour-management relations are concerned. 
Q. 17 Do you feel that workers on account of profit 
aspects are often asked by the management to work 
overtime but do not get judicious remuneration for 
their overtime work from the management? 
Table - 17 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
85 
69 
154 
•/. 
48.3 
39.4 
43.8 
Indifferent 
6 
2 
8 
% 
3.4 
1.1 
2.2 
Disagreed 
85 
104 
189 
% 
48.3 
59.4 
S3.8 
0.9537 
The above table reveals that 48.3% skilled and 39.4% 
semi-skilled workers have manifested their agreement with the 
statement, while 3.4% skilled and 1.1% semi-skilled workers 
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respectively hold their attitude of indifference, whereas 48.3% 
skilled and 59.4% semi-skilled workers respectively have 
displayed their disagreement with the statement. 
The t-value (t=0.9537) indicates that no significant 
variation is operative among skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 43.8% are in agreement with 
the statement, while 2.2% respondents have expressed their 
indifference with the statement, on the other hand 53.8% 
respondents do not support the statement. 
It can thus be concluded that majority of the workers 
53.8% have expressed their disagreement with the statement 
that the workers on account of profit aspects are often asked by 
the management to worker overtime but do not get judicious 
remuneration for their overtime work form the management. 
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Q. 18 Do you feel that on account of lesser education and 
inadequate salary, workers are unable to provide 
proper education to their children which often leads 
to frustration and job dissatisfaction among the 
workers? 
Table - 18 
SNo 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
137 
137 
274 
% 
77.8 
78.3 
78.0 
Indifferent 
10 
15 
25 
% 
5 7 
8.6 
7.1 
Disagreed 
29 
23 
52 
% 
16.5 
13.1 
14.8 
0.9967 
The above table presents that 77.8% skilled and 78.3% 
semi-skilled workers have exhibited their agreement with the 
statement, while 5.7% skilled and 8.6% semi-skilled workers 
remained indifferent with the statement, 16.5% skilled and 
13.1% semi-skilled workers respectively do not favour the 
statement. 
The t-value (t=0.9967) indicates that no significant 
difference is visible among the skilled and semi-skilled workers 
pertaining to the statement. 
Among the total respondents, 78% have expressed their 
agreement with the statement, while 7 .1% respondents remained 
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indifferent, whereas 14.8% respondents have expressed their 
disagreement with the statement. 
It can thus be concluded that majority of the respondents 
78% feel that on account of lesser education and inadequate 
salary, workers are unable to provide proper education to their 
children which often leads to frustration and job dissatisfaction 
among the workers. 
Q. 19 Do you feel that the management do not carefully 
attend to the desired physical and socio-cultural 
requirements of their working setups according to the 
modern modules, which is amounting to lesser 
productivity and restricted interaction among the 
workers and the management? 
Table - 19 
SND 
1 
2 
• ^ 
J 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
113 
108 
221 
% 
64.2 
61.7 
62.9 
Indifferent 
18 
17 
35 
% 
10.2 
9.7 
9.9 
Disagreed 
45 
50 
95 
% 
25.6 
28.6 
27.0 
0.9966 
The above table indicates that 64.2% skilled and 61.7% 
semi-skilled workers have expressed their agreement towards 
the statement, while 10.2% skilled and 9.7% semi-skilled 
workers respectively have expressed their indifference, whereas 
25.6% skilled and 28.6% semi-skilled workers respectively do 
not support the statement. 
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The t-value (t=0.9966) manifest that no significant 
variation is noticeable among the skilled and semi-skilled 
workers with regard to the statement. 
Among the total respondents 62.9% have shown their 
agreement with the statement, while 9.9% respondents remained 
indifferent, statement whereas 27% of the workers do not 
favour the statement. 
It can thus be concluded that majority of the respondents 
62.9% feel that the management do not carefully attend to the 
desired physical and socio-cultural requirements of their 
working setups according to the modern models, which is 
amounting to lesser productivity and restricted interaction 
among the workers and the management. 
Q. 20 Do you feel that the promotional avenues in the 
factories are negligible ainounting to greater 
psychological strain and frustration among the 
workers resulting in lesser productivity? 
Table - 20 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
143 
136 
279 
% 
81.3 
77.7 
79.4 
Indifferent 
6 
6 
12 
% 
3.4 
3.4 
3.4 
Disagreed 
27 
33 
60 
% 
15.3 
18.9 
17.0 
0.9983 
The above table exhibits that 81.3% skilled and 77.7% 
semi-skilled workers respectively have manifested their 
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agreement with the statement, while 3.4% skilled and 3.4% 
semi-skilled workers have exhibited their indifference, whereas 
15.3% skilled and 18.9% semi-skilled workers respectively 
have expressed their disagreement towards the statement. 
The t-value (t=0.9983) reveals that no significant 
difference is noticeable among the skilled and semi-skilled 
workers pertaining to the statement. 
Among the total respondents 79.4% have expressed their 
agreement with the statement, while 3.4% remained indifferent, 
whereas 17% respondents do not support the statement. 
It can thus be concluded that majority of respondents 
79.4% feel that the promotional avenues in the factories are 
negligible amounting to greater psychological strain and 
frustration among the workers resulting in lesser productivity. 
Q. 21 Do you observe that discriminative attitudes of the 
employers on the basis of caste and religion are 
operative in the factories affecting production as well 
as social relationship in the working setups 
adversely? 
Table - 21 
SNs 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
54 
25 
79 
0.9S64 
% 
30.7 
14.3 
22.5 
Types of Responses 
Indifferent 
1 
2 
3 
% 
0.6 
1.1 
0.85 
Disagreed 
121 
148 
269 
% 
68,8 
84.6 
76.6 
The above table presents that 30.7% skilled and 14.3% 
semi-skilled workers are in agreement with the statement, while 
93 
0.6% skilled and 1.1% semi-skilled workers respondents have 
expressed their indifference towards the statement, on other 
hand 68.8% skilled and 84.6% semi-skilled workers have 
displayed their disagreement towards the statement. 
The t-value (t=0.9564) indicates that no significant 
variations is operative among the skilled and semi-skilled 
workers pertaining to the statement. 
Among the total respondents 22.5% are in agreement with 
the statement, whereas 0.85% respondents seems to be 
indifferent, while 76.6% respondents have shown their 
disagreement with the statement. 
It can thus be inferred that majority of the respondents 
76.6% do not agreed with the statement that discriminative 
attitude of the employers on the basis of caste and religion are 
operative in the factories affecting production as well as social 
relationship in the working setups adversely. 
Q. 22 Do you agree that favouritism often prevails among the 
employers as well as among the employees which tends 
to uneven the relationship and productivity? 
T a b l e - 22 
&No 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
•Agreed 
81 
77 
158 
% 
46.0 
44.0 
45.0 
Types of Responses 
Indifferent 
7 
10 
% 
4.0 
1.7 
2.8 
0.9947 
Disagreed 
88 
95 
183 
% 
50.0 
54.3 
52.1 
The above table presents that 46% skilled and 44% semi-
skilled workers respectively have supported the statement. 
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while 4% skilled and 1.7% semi-skilled workers remained 
indifferent, on the other hand 50% skilled and 54.3% semi-
skilled workers have expressed their disagreement with the 
statement. 
The t-value (t=0.9947) indicates that no significant 
difference is noticeable among skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 45% are in agreement with 
the statement, whereas 2.8% remained indifferent, while 52.1% 
respondents do not agreed with the statement. 
It can thus be concluded that majority of the respondents 
52.1% do not agreed with the statement that favouritism often 
prevails among the employers as well as among the employees 
which tends to uneven the relationship and productivity. 
Q. 23 Do you agree that, as a matter of policy management 
does not encourage workers participation in matters 
related to production and administration? 
Table - 23 
SNo 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
117 
142 
259 
% 
66.5 
81.1 
73.7 
Types of Responses 
Indifferent 
14 
6 
20 
% 
8.0 
3.4 
5.6 
0.9861 
Disagreed 
45 
27 
72 
% 
25.6 
15,4 
20.5 
The above table indicates that 66.5% skilled workers and 
81.1% semi-skilled workers respectively have displayed their 
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agreement towards the statement, while 8% skilled and 3.4% 
semi-skilled workers respectively remained indifferent, whereas 
25.6% skilled and 15.4% semi-skilled workers respectively 
have exhibited their disagreement with the statement. 
The t-value (t=0.9861) reveals that no significant 
variation is manifested among the skilled as well as among 
semi-skilled workers with regard to the statement. 
Among the total respondents 73.7% have shown their 
agreement with the statement, while 5.6% and 20.5% of the 
respondents have manifested their indifference and 
disagreement respectively. 
It can thus be concluded that majority of the respondents 
73.7% have expressed their agreement with the statement that 
as a matter of policy management does not encourage workers 
participation in matters related to production and 
administration. 
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Q. 24 Do you feel that if the management encourages the 
participation of the workers representatives in matters 
of administration and production policy matters it may 
bring some positive impact on industrial relation as 
well as on productivity? 
Table -24 
SNo 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
134 
151 
285 
% 
76.1 
86.3 
81.1 
Indifferent 
2 
3 
5 
% 
1.1 
1.7 
1.4 
Disagreed 
40 
21 
61 
% 
22.7 
12.0 
17.3 
0.9846 
The above table exhibits that 76 .1% skilled and 86.3% 
semi-skilled workers respectively have manifested their 
agreement with the statement, whereas 1.1% skilled and 1.7% 
semi-skilled workers remained indifferent, while 22.7% skilled 
and 12% semi-skilled workers respectively have displayed their 
disagreement with the statement. 
The t-value (t=0.9846) reveals that no significant 
variation is noticeable among the skilled and semi-skilled 
workers with regard to the statement. 
97 
Among the total respondents 81.1% have expressed their 
agreement with the statement, while 1.4% and 17.3% of the 
subjects respectively have expressed their indifference and 
disagreement with the statement. 
It can thus be submitted that majority of the respondents 
81.1% feel that if the management encourages the participation 
of the workers representatives in matters of administration and 
production policy matters it may bring some positive impact on 
industrial relation as well as on productivity. 
Q. 25 Do you observe that the management offers legitimate 
financial and social security to workers in the event 
of need? 
S.No 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
119 
126 
245 
Table - 25 
% 
67.6 
72,0 
69.8 
Types of Responses 
Indiflerent 
2 
2 
4 
% 
1.1 
1.1 
1.1 
0.9981 
Disagreed 
55 
47 
102 
% 
31.3 
26.9 
29.0 
The above table presents that 67.6% skilled and 72% 
semi-skilled workers respectively have displayed their 
agreement towards the statement, while 1.1% skilled and 1.1% 
semi-skilled workers have expressed their indifference with the 
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statement, whereas 31.3% and 26.9% skilled and semi-skilled 
workers respectively do not support the statement. 
The t-value (t=0.9981) indicates that no significant 
variation is noticeable among the skilled and semi-skilled 
workers pertaining to the statement. 
Among the total respondents 69.8% have manifested their 
agreement with the statement, while 1.1% remained indifferent, 
whereas 29% respondents have disagreed with the above 
statement. 
It can thus be submitted that majority of the respondents 
69.8% have expressed their agreement with the statement that 
the management offers legitimate financial and social security 
to workers in the event of need. 
Q. 26 Do you agree that if industrial units of our society, 
make provisions of recreational facilities within the 
campus, it may amount to better productivity and 
healthy relations between the labour and the 
management? 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
145 
139 
284 
Tabic ! - 26 
Total No. of Respondents 351 
Types of Responses 
% 
82.4 
79.4 
80.9 
Indifferent 
6 
16 
22 
% 
3.4 
9.1 
6.2 
Disagreed 
25 
20 
45 
0.9747 
% 
14.2 
11.4 
12.8 
The above table presents that 82.4% skilled and 79.4% 
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semi-skilled workers have exhibited their agreement towards 
the statement, while 3.4% skilled 9 .1% semi-skilled workers 
have expressed their indifference towards the statement, 
whereas 14.2% skilled and 11.4% semi-skilled workers are in 
disagreement with the statement. 
The t-values (t=0.9747) reveals that no significant 
difference is found among the skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 80.9% have expressed their 
agreement with the statement, whereas 6.2% and 12.9% 
respondents have expressed their indifference and disagreement 
respectively towards the statement. 
It can thus be inferred that majority of the respondents 
80.9% think that if industrial units of our society, make 
provisions for recreational facilities within the campus, it may 
amount to better productivity and healthy relations between the 
labour and the management. 
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Q. 27 Do you agree that democratic modes of interaction 
among the workers and the management are not 
operative in the factories, amounting to lesser 
productivity as well as affecting relations with the 
management adversely? 
Table - 27 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-vaiue 
Types of Responses 
Agreed 
134 
140 
274 
% 
76.1 
80.0 
78.0 
Indifferent 
12 
14 
26 
% 
6.8 
8.0 
7.4 
Disagreed 
30 
21 
51 
% 
17.0 
12.0 
14.5 
0.9821 
The above table exhibits that 76 .1% skilled and 80.0% 
semi-skilled workers have expressed their agreement with the 
statement, while 6.8% skilled and 8% semi-skilled workers 
respectively remained indifferent, on the other hand 17% 
skilled and 12% semi-skilled workers respectively have 
expressed their disagreement with the statement. 
The t-values (t=0.9821) indicates that no significant 
variation is noticeable among the skilled and semi-skilled 
workers with regard to the statement. 
Among the total respondents 78% are in agreement with 
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the statement, while 7.4% remained indifferent, whereas 14.5% 
respondents do not agree with the statement. 
It can thus be concluded that majority of the workers 78% 
feel that democratic modes of interaction among the workers 
and the management are not operative in the factories, 
amounting to lesser productivity as well as affecting relations 
with the management adversely. 
Q. 28 Do you agree that industrial units of our society do not 
modernize their production system from time to time, 
hence are lagging behind in production and profits, 
thus are unable to pay adequately to the workers? 
Table - 28 
SND 
1 
2 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
118 
104 
222 
% 
67.0 
59.4 
63.2 
Indifferent 
19 
15 
34 
% 
10.8 
8.6 
9.6 
Disagreed 
39 
56 
95 
% 
22.2 
32.0 
27.0 
0.9640 
The above table reveals that 67% skilled and 59.4% semi-
skilled workers respectively do favour statement, while 10.8% 
skilled and 8.6% semi-skilled workers respectively remained 
indifferent, whereas 22.2% skilled and 32% semi-skilled 
workers have expressed their disagreement with the statement. 
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The t-values (t=0.9640) indicates that no significant 
difference is operative among the skilled and semi-skilled 
workers with regard to the statement. 
Among the total respondents 63.2% have displayed their 
agreement with the statement, while 9.6% and 27% respondents 
have shown their indifference and disagreement respectively 
towards the statement. 
It can thus be inferred that majority of the respondents 
63.2% hold the opinion that industrial units of our society do 
not modernize their production system from time to time, hence 
are lagging behind in production and profits, thus are unable to 
pay adequately to the workers. 
Q. 29 Do you agree that industrial workers do not 
encourage changes in the system of their working 
because of illiteracy and inexpertness even if the 
management wishes to introduce them, from the point 
of view of better productivity and profits? 
Tab le - 29 
S.No 
1 
2 
3 
4 
Categon-
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
78 
55 
133 
% 
44.3 
31.4 
37.8 
• 
Types of Responses 
Indifferent 
g 
10 
18 
% 
4.5 
5.7 
5.1 
0.9862 
Disagreed 
90 
no 
200 
% 
51.1 
62.9 
56.9 
The above table indicates that 44.3% skilled and 31.4% 
semi-skilled workers have respectively displayed their 
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agreement with the statement, while 4.5% skilled and 5.7% 
semi-skilled workers have manifested their indifference, on the 
other hand 51.1% skilled and 62.9% semi-skilled workers 
respectively have manifested their disagreement. 
The t-values (t=0.9862) reveals that no significant 
variation is operative among the skilled and semi-skilled 
workers pertaining to the statement. 
Among the total respondents 37.8% have expressed their 
agreement with the statement, while 5.1% respondents remained 
indifferent, whereas 56.9% respondents have expressed their 
disagreement with the statement. 
It can thus be submitted that majority of respondents 
56.9% have expressed their disagreement with the statement 
that industrial workers do not encourage changes in the system 
of their working because of illiteracy and unskilledness even if 
the management wishes to introduce them, from the point of 
view of better productivity and profits. 
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Q. 30 Do you feel that majority of the factory workers are 
not religiously committed towards their assigned jobs 
which amounts to lesser productivity leading to 
uncongenial relationship among the workers and the 
management? 
Table - 30 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
T-value 
Types of Responses 
Agreed 
99 
127 
226 
% 
56.3 
72.2 
64.3 
Indifferent 
1 
3 
4 
% 
0.6 
1.7 
1.1 
Disagreed 
76 
45 
121 
% 
43.2 
25.7 
34.4 
0.8421 
The above table indicates that 56.3% skilled and 72.2% 
semi-skilled workers respectively have exhibited their 
agreement with the statement, while 0.6% skilled and 1.7% 
semi-skilled workers respectively remained indifferent, whereas 
43.2% skilled and 25.7% semi-skilled workers have shown their 
disagreement towards the statement. 
The t value (t=0.8421) reveals that no significant 
variation is operative among skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 64.3% are in agreement, 
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while 1.1% workers remained indifferent, whereas 34.4% 
respondents are in disagreement with the statement. 
It can thus be concluded that majority of the respondents 
64.3% have expressed their agreement with the statement that 
the factory workers are not religiously committed towards their 
assigned jobs which amounts to lesser productivity leading to 
uncongenial relationship among the workers and the 
management. 
Q. 31 Do you feel that occasional riots and strikes do have 
their adverse impact on production as well as on 
relationship among the workers and the management? 
T a b l e - 31 
SN9 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
95 
111 
206 
% 
54.0 
63.0 
58.6 
Indifferent 
41 
34 
75 
% 
23.3 
19.4 
21.3 
Disagreed 
40 
30 
70 
% 
22.7 
17.1 
19.9 
0.9920 
The above table reveals that 54% skilled and 63% semi-
skilled workers respectively have manifested their agreement 
towards the statement, while 23.3% skilled and 19.4% semi-
skilled workers respectively remained indifferent, on the other 
hand 22.7% and 17.1% skilled and semi-skilled workers 
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respectively have displayed their disagreement towards the 
statement. 
The t-value (t=0.9920) indicates that no significant 
difference is noticeable among skilled and semiskilled workers 
with regard to the statement. 
Among the total respondents 58.6% have expressed their 
agreement with the statement, while 21.3% and 19.9% 
respondents have manifested their indifference and 
disagreement respectively with the statement. 
It can thus be submitted that majority of the respondents 
58.6% feel that occasional riots and strikes do have their 
adverse impact on production as well as on the relationship 
among the workers and the management. 
Q. 32 Do you agree that the factory owners on account of 
their vested interests extend heavy financial support 
to political leaders and parties at the cost of workers 
economic welfare? 
Table - 32 
S>b 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
113 
108 
221 
% 
64.2 
61.7 
62.9 
Types of Responses 
Indifferent 
18 
17 
35 
% 
10.2 
9.7 
9.9 
0.9619 
Disagreed 
45 
50 
95 
V. 
25.6 
28,6 
27.0 
The above table indicates that 64.2% skilled and 61.7% 
semi-skilled workers have expressed their agreement with the 
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statement, while 10.2% skilled and 9.7% semi-skilled workers 
have expressed their indifference towards the statement, 
whereas 25.6% and 28.6% skilled and semi-skilled workers 
respectively have manifested their disagreement towards the 
statement. 
The t-value (t=0.9619) reveals that no significant 
variation is operative among skilled and semi-skilled workers 
pertaining to the statement. 
Among the total responses 62.9% respondents have shown 
their agreement with the statement, while 9.9% have expressed 
their indifference, whereas 27% respondents have expressed 
their disagreement towards the statement. 
It can thus be submitted that majority of the respondents 
62.9% have expressed their agreement with the statement that 
the factory owners on account of their vested interests extend 
heavy financial support to political leaders and parties at the 
cost of workers economic welfare. 
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Q. 33 Do you notice that political leaders of the parties 
with their different ideologies exploit the workers and 
the management which adversely affect the working 
environment of the factories? 
Table - 33 
SND 
1 
2 
3 
4 
Categor}' 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Respooses 
Agreed 
117 
65 
182 
•/• 
66.5 
37.1 
51.8 
Indifferent 
7 
6 
13 
% 
4.0 
3.4 
3.7 
Disagreed 
52 
104 
156 
% 
20.5 
59.4 
44.4 
0.8614 
The above table exhibits that 66.5% skilled and 37.1% 
semi-skilled workers respectively have manifested their 
agreement with the statement, while 4% skilled and 3.4% semi-
skilled workers respectively have manifested their indifference, 
whereas 20.5% skilled and 59.4% semi-skilled workers 
respectively have shown their disagreement. 
The t-value (t=0.8614) reveals that no significant 
variation is noticeable among skilled and semi-skilled workers 
pertaining to the statement 
Among the total respondents 51.8% have expressed their 
agreement with the statement, while 3.7% respondents have 
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expressed their indifference, whereas 44.4% respectively do not 
agreed with the statement. 
It can thus be concluded that majority of the respondents 
51.8% notice that political leaders of the parties with their 
different ideologies exploit the workers and the management 
which adversely affect the working environment of the 
factories. 
Q. 34* Do you agree that employers on account of their 
economic interest appoint workers as casual or 
temporary working hands which often leads to 
conflicting situation between the workers and the 
management amounting to lesser productivity? 
Table - 34 
SNo 
1 
2 
T J 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
133 
134 
267 
% 
75.6 
76.6 
76.0 
Indifferent 
1 
2 
3 
% 
0.6 
1.1 
0.85 
Disagreed 
42 
39 
81 
•/. 
23.9 
22.3 
23.0 
0.9552 
The above table presents that 75.6% skilled and 76.6% 
semi-skilled workers respectively have exhibited their 
agreement with the statement, while 0.6% skilled and 1.1% 
semi-skilled workers respectively have expressed their 
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indifference, whereas 23.9% skilled and 22.3% semi-skilled 
workers respectively have expressed their disagreement with 
the statement. 
The t-value (t=0.9552) reveals that no significant 
difference is found among the skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 76.0% have expressed their 
agreement with the statement, while 0.85% respondents 
remained indifferent, whereas 23.0% respondents respectively 
have shown their disagreement with the statement. 
It can thus be submitted that majority of the respondents 
have expressed their agreement with the statement that 
employers on account of their economic interest appoint 
workers as casual or temporary working hands which often 
leads to conflicting situation between the workers and the 
management amounting to lesser productivity. 
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Q. 35 Do you feel that if the government as a matter of 
industrial policy puts a ban on casual or temporary 
appointments of the workers in industrial units, it may 
have positive impact on productivity as well as on 
labour-management relations? 
Table - 35 
SN> 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
96 
125 
221 
% 
54.5 
71.4 
62.9 
Indifferent 
24 
15 
39 
% 
13.6 
8.6 
11.1 
Disagreed 
56 
35 
91 
% 
31.8 
20.0 
25.9 
0.9578 
The above table exhibits that 54.5% skilled and 71.4% 
semi-skilled workers respectively have expressed their 
agreement towards the statement, while 13.6% skilled and 8.6% 
semi-skilled workers respectively have exhibited their 
indifference, whereas 31.8% skilled and 20% semi-skilled 
workers respectively have expressed their indifference and 
disagreement with the statement. 
The t-value (t=0.9578) reveals that no significant 
variation is noticeable among skilled and semi-skilled workers 
pertaining to the statement. 
Among all the respondents 62.9% have manifested their 
agreement with the statement, while 11.1% and 25.9% silled 
and semi-skilled workers respectively have displayed their 
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indifference and disagreement with the statement. 
It can thus be concluded that majority of the respondents 
62.9% feel that if government as a matter of industrial policy 
puts a ban on casual or temporary appointments of the workers 
in industrial units, it may have positive impact on productivity 
as well as on labour-management relations. 
Q. 36 Do you agree that frequent change in industrial 
policies by the government has an adverse bearing 
on productivity as well as on labour-management 
relations? 
Table - 36 
SNo 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
83 
72 
155 
% 
47.2 
41.1 
44.1 
Indifferent 
37 
55 
92 
% 
21.0 
31.4 
26.2 
Disagreed 
56 
48 
104 
% 
31.8 
27.4 
29.6 
0.8652 
The above table presents that 47.2% skilled and 41.1% 
semi-skilled workers respectively have expressed their 
agreement with the statement, while 2 1 % skilled and 31.4% 
semi-skilled workers respectively remained indifference, 
whereas 31.8% skilled and 27.4% semi-skilled workers 
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respectively have displayed their disagreement with the 
statement. 
The t-value (t=0.8652) indicates that no significant 
difference is noticeable among skilled and semi-skilled workers 
pertaining to the statement. 
Among the total respondents 44 .1% have exhibited their 
agreement with the statement, while 26.2% respondents 
remained indifferent, on the other hand 29.6% respondents have 
expressed their disagreement with the statement. 
It can thus be submitted that majority of the respondents 
44 .1% agreed with the statement that frequent change in 
industrial policies by the government has an adverse bearing on 
productivity as well as on labour-management relations. 
Q. 37 Do you feel that factory owners are more interested in 
obliging the concerned government officials instead 
of caring about workers welfare, which carries some 
resentment among the workers towards their 
management? 
Table - 37 
SPfc 
1 
2 
•» 
J 4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
80 
72 
152 
•/. 
45.5 
41.1 
43.3 
Indifferent 
37 
31 
68 
% 
21.0 
17.7 
19.3 
Disagreed 
59 
72 
131 
•/• 
33.5 
41.1 
37.3 
0.9277 
The above table presents that 45.5% skilled and 41.1% 
semi-skilled workers respectively have exhibited their 
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agreement towards the statement, while 21% skilled and 17.7% 
semi-skilled workers respectively remained indifferent, whereas 
33.5% skilled and 41.1% semi-skilled respondents respectively 
are in disagreement with the statement. 
The t-value (t=0.9277) reveals that no significant 
difference is noticeable among the skilled and semi-skilled 
workers with regard to the statement. 
Among the total respondents 43.3% have manifested their 
agreement with the statement, while 19.3% respondents 
remained indifferent, on the other hand 37.3% respondents have 
exhibited their disagreement towards the statement. 
It can thus be submitted that majority of the respondents 
43.3% feel that factory owners are more interested in obliging 
the concerned government officials instead of caring about 
workers welfare, which carries some resentment among the 
workers towards their management. 
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Q. 38 Do you feel that unethical relationships are sometimes 
operative among the workers and the managements in 
our industrial set ups, which often lead to conflicting 
situation among the workers and the management 
affecting productivity adversely? 
SNo 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
143 
146 
289 
Tabic 
% 
81.3 
83.4 
82.3 
! - 38 
Types of Responses 
Indifferent 
3 
2 
5 
% 
1.7 
1.1 
1.4 
0.9997 
Disagreed 
30 
27 
57 
% 
17.0 
15.4 
16.2 
The above table reveals that 81.3% skilled and 83.4% 
semi-skilled workers respectively have exhibited their 
agreement towards the statement, while 1.7% skilled-and 1.1% 
semi-skilled workers respectively remained indifferent, whereas 
17% skilled and 15.4% semi-skilled workers respectively have 
expressed their disagreement with the statement. 
The t-value (t=0.9997) indicates that no significant 
variation is noticeable among skilled and semi-skilled workers 
as regard to the statement. 
Among all the respondents 82.3% have displayed their 
agreement with the statement, while 1.4% respondents remained 
indifferent, whereas 16.2% respondents do not agree with the 
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statement. 
It can thus be concluded the majority of the respondents 
82.3% have expressed their agreement with the statement that 
unethical relationships are sometimes operative among the 
workers and the management in our industrial set ups, which 
often lead to conflicting situation among the workers and the 
management affecting productivity adversely. 
Q. 39 Do you observe that majority of the industrial 
workers are addict to some kind of intoxication 
which often adversely affect on work as well as on 
relationships with the management amounting to 
lesser productivity? 
Table - 39 
SNo 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-valuc 
Agreed 
105 
102 
207 
% 
59.7 
58.3 
58.9 
Types of Responses 
Indifferent 
9 
7 
16 
0.99'5 
% 
5.1 
4.0 
4.5 
'3 
Disagreed 
62 
66 
128 
% 
35.2 
37.7 
36.4 
The above table indicates that 59.7% skilled and 58.3% 
semi-skilled workers respectively have manifested their 
agreement with the statement, while 5.1% and 4% skilled and 
semi-skilled workers respectively have expressed their 
indifference, whereas 35.2% skilled and 37.7% semi-skilled 
workers respectively have expressed their disagreement towards 
the statement. 
117 
The t-value (t=0.9973) reveals that no significant 
difference is noticeable among skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 58.9% have displayed their 
agreement with the statement, while 4.5% and 38.4% 
respondents have manifested their indifference and 
disagreement with the statement. 
It can thus be concluded that out of the total sample 
58.9% respondents have observed that majority of the industrial 
workers are addict to some kind of intoxication which often 
adversely affect on work as well as on relationships with the 
management amounting to lesser productivity. 
Q. 40 Do you feel that the reputation of the factory produce 
some feeling of superiority and inferiority complexes 
among the workers, which often encourages them for 
change of factory affecting production adversely? 
Table - 40 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
107 
91 
198 
% 
60.8 
52.0 
56.4 
Indifferent 
3 
2 
5 
% 
1.7 
1.1 
1.4 
Disagreed 
66 
82 
148 
% 
37.5 
46.9 
42.1 
0.9623 
The above table exhibits that 60.8% skilled and 52% 
semiskilled workers respectively have manifested their 
agreement with the statement, while 1.7% skilled and 1.1% 
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semi-skilled workers respectively remained indifferent, on the 
other hand 37.5% skilled and 4.69% semi-skilled workers 
respectively have manifested their disagreement with the 
statement. 
The t-valUe(t=0.9623) indicates that no significant 
variation is operative among skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 56.4% have exhibited their 
agreement with the statement, while 1.4% and 42.1% 
respondents have expressed their indifference and disagreement 
respectively with the statement. 
It can thus be submitted that majority of the workers 
56.4% feel that the reputation of the factory produce some 
feeling of superiority and inferiority complexes among the 
workers which often encourage them for change of factory 
affecting production adversely. 
Q. 41 Do you agree that management often do not concede to 
the judicious demands of the workers until and unless 
they adopt and employ pressure techniques at the 
displeasure of the management? 
Table - 41 
SJNi) 
1 
2 
3 
4 
Category 
Skilled 
Semi-sk i l led 
Total 
t-value 
Types of Responses 
Agreed 
72 
62 
134 
% 
40.9 
35.4 
38.1 
Indifferent 
2 
6 
8 
O.990 
% 
1.1 
3.4 
2.2 
Disagreed 
102 
107 
209 
% 
58.0 
61.1 
59.5 
3 
The above table presents that 40.9% skilled and 35.4% 
semiskilled workers respectively have expressed their 
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agreement with the statement, while 1.1% skilled and 3.4% 
semiskilled workers respectively remained indifferent, whereas 
58% skilled and 61.1% semi-skilled workers respectively are in 
disagreement with the statement. 
The t-value (t=0.9903) reveals that no significant 
difference is noticeable among the skilled and semi-skilled 
workers pertaining to the statement. 
Among the total respondents 38 .1% respondents have 
displayed their agreement with the statement, while 2.2% 
respondents have expressed their indifference, whereas 59.5% 
respondents have exhibited their disagreement towards the 
statement. 
It can thus be submitted that majority of the respondents 
59.5% have expressed their disagreement with the statement 
that management often do not concede to the judicious demands 
of the workers until and unless they adopt and employ pressure 
techniques at the displeasure of the management. 
120 
Q. 42 Do you feel that occasionally the labour leaders get 
their work done under the table from the management 
at the cost of the workers services? 
T a b l e - 42 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
121 
54 
175 
% 
68.8 
30.9 
49.8 
Indifferent 
2 
63 
65 
•/. 
1.1 
36.0 
18.5 
Disagreed 
53 
58 
111 
% 
30.1 
33.1 
31.6 
0.8235 
The above table reveals that 68.8% skilled and 30.9% 
semi-skilled workers respectively have expressed their 
agreement with the statement, while 1.1% skilled and 36% 
semi-skilled workers respectively have expressed their 
indifference, whereas 30.1% skilled and 33 .1% semi-skilled 
workers respectively have expressed their disagreement towards 
the statement. 
The t-value (t=0.8235) indicates that no significant 
difference is found among the skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 49.8% have expressed their 
agreement with the statement, while 18.5% hold their view of 
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indifference, whereas 31.6% have exhibited their disagreement 
towards the statement. 
It can thus be concluded that majority of the respondents 
49.8% feel that occasionally the labour leaders get their work 
done under the table from the management at the cost of the 
workers services. 
Q. 43 Do you notice that occasional conflicts among the 
workers are operative in the factories amounting to 
lesser productivity and unhealthy relations among them 
as well as with the management? 
Table - 43 
SJ>«) 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-valne 
Types of Responses 
Agreed 
121 
133 
254 
% 
68.8 
76.0 
72.3 
Indifferent 
2 
5 
% 
1.1 
1.7 
1.4 
Disagreed 
53 
39 
92 
% 
30.1 
22.3 
26.2 
0.9863 
The above table reveals that 68.8% skilled and 76% semi-
skilled workers respectively have exhibited their agreement 
with the statement, while 1.1% skilled and 1.7% semi-skilled 
workers respectively remained indifferent, whereas 30.1% 
skilled and 22.3% semi-skilled workers respectively have 
exhibited their disagreement with the statement. 
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The t-value (t=0.9863) indicates that no significant 
difference is operative among the skilled and semi-skilled 
workers with regard to the statement. 
Among the total respondents 72.3% are in agreement with 
the statement, while 1.4% respondents remained indifferent, 
whereas 26.2% respondents have expressed their disagreement 
with the statement. 
It can thus be concluded that majority of the respondents 
72.3% have notice that occasional conflicts among the workers 
are operative in the factories amounting to lesser productivity 
and unhealthy relations among them as well as with the 
management. 
Q. 44 Do you feel that the working environment in the 
factories is not congenial to the workers, causing 
frustrations and strains, amounting to lesser 
productivity? 
Table - 44 
SNo 
1 
2 
^ 
J 
' 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Res 
.Agreed 
139 
144 
279 
% 
79.0 
80.0 
79.4 
Indifferent 
2 
9 
11 
)onses 
% 
1.1 
5.1 
3.1 
Disagreed 
35 
26 
61 
% 
19.9 
14.9 
17.3 
0.9934 
The above table indicates that 79% skilled and 80% semi-
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skilled workers respectively have exhibited their agreement 
towards statement, while 1.1% skilled and 5.1% semiskilled 
workers respectively remained indifferent, whereas 19.9% 
skilled and 14.9% semi-skilled workers respectively have 
displayed their disagreement with the statement. 
The t-value (t=0.9934) reveals that no significant 
difference is noticeable among skilled and semi-skilled workers 
pertaining to the statement. 
Among the total respondents 79.4% have expressed their 
agreement with the statement, whereas 3.1% respondents 
remained indifferent, while 17.3% respondents do not approve 
to the statement. 
It can thus be inferred that majority of the respondents 
79.4% have expressed their agreement with the statement that 
the working environment in the factories is not congenial to the 
workers, causing frustrations and strains, amounting to lesser 
productivity. 
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Q. 45 Do you agree that labour forces in industrial units 
are mostly rural based which on account of their 
improper adjustment with the urban settings often 
create conflicting situations between the labour and 
management amounting to lesser productivity? 
SLNo 
1 
2 
^ J 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
107 
91 
198 
TabI e - 45 
Types of Responses 
% 
60.8 
52.0 
56.4 
Indifferent 
3 
2 
5 
% 
1.7 
1..1 
1.4 
0.8672 
Disagreed 
66 
82 
148 
% 
37.5 
46.9 
42.1 
The above table reveals that 60.8% skilled and 52% semi-
skilled workers respectively have manifested their agreement 
with the statement, while 1.7% skilled and 1.1% semi-skilled 
workers respectively have expressed their indifference, whereas 
37.5% skilled and 46.9% semi-skilled workers respectively 
have expressed their disagreement with the statement. 
The t-value (t=0.8672) indicates that no significant 
variation is noticeable among skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 56.4% respondents have 
expressed their agreement with the statement, while 1.4% 
remained indifferent, whereas 42.1% have exhibited their 
disagreement with the statement. 
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It can thus be concluded that majority of the respondents 
56.4% are in agreement with the statement that labour forces in 
industrial units are mostly rural based which on account of 
their improper adjustment with the urban settings often create 
conflicting situations between the labour and management 
amounting to lesser productivity. 
Q. 46 Do you feel that the family size of the workers is 
generally large, hence, mostly they suffer from 
financial strains and frustrations amounting to lesser 
attention towards their job assignments and 
productivity? 
Table - 46 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t'Value 
Agreed 
137 
147 
284 
% 
77.8 
84.0 
80.9 
Types of Responses 
Indifferent 
4 
10 
14 
0.984 
% 
2.3 
5.7 
3.9 
6 
Disagreed 
35 
18 
53 
% 
19.9 
10.3 
15.0 
The above table exhibits that 77.8% and 84% skilled and 
semi-skilled workers respectively have manifested their 
agreement towards the statement, while 2.3% skilled and 5.7% 
semi-skilled workers respectively have expressed their 
indifference, whereas 19.9% skilled and 10.3% semi-skilled 
workers respectively have expressed their disagreement with 
the statement. 
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The t-value (t=0.9846) reveals that no significant 
variation is noticeable among skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 80.9% have expressed their 
agreement with the statement, while 3.9% respondents remained 
indifferent, whereas 15% respondents have expressed their 
disagreement with the statement. 
It can thus be concluded that majority of the respondents 
80.9% have expressed their agreement with the statement that 
the family size of the workers is generally large, hence, mostly 
they suffer from financial strains and frustrations amounting to 
lesser attention towards their job assignments and productivity. 
Q. 47 Do you agree that the government should impose 
some kind of population taxes so that the problem of 
over population in general and among the workers in 
particular be checked; amounting to better 
productivity and prosperity of the workers? 
Table - 47 
SNo 
1 
2 
• ^ J 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Types of Responses 
Agreed 
138 
131 
269 
% 
78.4 
74.9 
76.6 
Indifferent 
9 
18 
27 
% 
5.1 
10.3 
7.6 
Disagreed 
29 
26 
55 
% 
16.5 
14.9 
15.6 
0.9778 
The above table reveals that 78.4% skilled and 74.9% 
127 
semi-skilled workers respectively have expressed their 
agreement with the statement, while 5.1 skilled and 10.3% 
semi-skilled workers remained indifferent, whereas 16.5% 
skilled and 14.9% semi- skilled workers respectively have 
displayed their disagreement with the statement. 
The t-value (t=0.9778) indicates that no significant 
variation is noticeable among skilled and semi-skilled workers, 
with regard to the statement 
Among the total respondents 76.6% have expressed their 
agreement with the statement, while 7.6% respondents have 
exhibited their indifference, on the other hand 15.6% 
respondents do not agree with the statement. 
It can thus be submitted that majority of the respondents 
76.6% have expressed their agreement with statement that the 
government should impose some kind of population taxes so 
that the problem of over population in general and among the 
workers in particular be checked; amounting to better 
productivity and prosperity of the workers. 
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Q. 48 Do you agree that factory owners in order to pay 
less do often engage child labour force underhand, 
causing to great physical and psychological strain 
on the children amounting to conflict and lesser 
productivity? 
Table - 48 
SJV> 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-value 
Agreed 
81 
61 
142 
% 
46.0 
34.9 
404 
Types of Responses 
Indifferent 
6 
8 
14 
0.94 
% 
3.4 
4.6 
3.9 
45 
i 
Disagreed 
89 
106 
195 
% 
50.6 
60.6 
55.5 
The above table presents that 46% skilled and 34.9% 
semi-skilled workers respectively have manifested their 
agreement towards the statement, while 3.4% skilled and 4.6% 
semi-skilled workers respectively have manifested their 
indifference, on the other hand 50.6% skilled and 60.6% semi-
skilled workers respectively have exhibited their disagreement 
with the statement. 
The t-value (t=0.9445) indicates that no significant 
difference is operative among the skilled and semi-skilled 
workers with regard to the statement. 
Among the total respondents 40.4% have expressed their 
agreement with the statement, while 3.9% respondents remained 
indifferent, on the other hand 55.5% respondents have 
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displayed their disagreement with the statement. 
It can thus be inferred that majority of the respondents 
55.5% do not agree with the statement that factory owners in 
order to pay less do often engaged child labour force 
underhand, causing to great physical and psychological strain 
on the children amounting to conflict and lesser productivity. 
Q. 49 Do you think that because of expected high salary 
demands by the qualified technical hands, employer 
avoid to employ them which affect production 
adversely? 
Table - 49 
SND 
1 
2 
3 
4 
Category 
Skilled 
Semi-skilled 
Total 
t-valne 
Types of Responses 
Agreed 
103 
135 
238 
% 
58.5 
77.1 
67.8 
Indifferent 
15 
9 
24 
% 
8.5 
5.1 
6.8 
Disagreed 
58 
31 
89 
% 
33.0 
17.7 
2S.3 
0.9430 
The above table reveals that 58.5% skilled and 77 .1% 
semi-skilled workers respectively have manifested their 
agreement with the statement, while 8.5% and 5.1% skilled and 
semi-skilled workers respectively have exhibited their 
indifference, whereas 33% skilled and 17.7% semi-skilled 
workers respectively have expressed their disagreement with 
the statement. 
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The t-value (t=0.9430) indicates that no significant 
difference is operative among the skilled and semi-skilled 
workers pertaining to the statement. 
Among the total respondents 67.8% have exhibited their 
agreement with the statement, while 6.8% respondents have 
expressed their indifference, whereas 25.3% respondents have 
expressed their disagreement with the statement. 
It can thus be submitted that majority of the respondents 
67.8% have expressed their agreement with the statement that 
because of expected high salary demands by the qualified 
technical hands, employer avoid to employ them which affect 
production adversely. 
Q. 50 Do you feel that the management as well as the 
workers are against and opposed to the policy of the 
government to allow other nations to enter in the area 
of industrial set ups in India because it would 
negatively affect our already established systems and 
employment opportunities? 
Table - 50 
SJ* 
1 
2 
'% 
J 
4 
CatCfory 
Skilled 
Semi-skilled 
Total 
t-valuc 
Agreed 
118 
104 
222 
% 
67.0 
59.4 
63.2 
Types of Responses 
Indifferent 
19 
15 
34 
% 
10.8 
8.6 
9.6 
0.8266 
Disagreed 
39 
56 
95 
% 
22.2 
32.0 
27.0 
The above table indicates that 67% skilled and 59.4% 
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semi-skilled workers respectively have expressed their 
agreement towards the statement, while 10.8% and 8.6% skilled 
and semi-skilled workers respectively remained indifferent, on 
the other hand 22.2% skilled and 32% semi-skilled workers 
respectively have exhibited their disagreement with the 
statement. 
The t-value (t=0.8266) reveals that no significant 
variation is noticeable among skilled and semi-skilled workers 
with regard to the statement. 
Among the total respondents 63.2% have manifested their 
agreement with the statement, while 9.6% respondents remained 
indifferent, whereas 27.0% respondents have displayed their 
disagreement towards the statement. 
It can thus be inferred that majority of the respondents 
63.2% have expressed their agreement with the statement that 
the management as well as the workers are against and opposed 
to the policy of the government to allow other nations to enter 
in the area of industrial set ups in India because it would 
negatively affect our already established systems and 
employment opportunities. 
CHAPTER V 
Conclusions and Suggestions 
The present chapter deals with the conclusions and 
suggestions, based on the responses of the respondents. The 
data have been analysed with help of item analysis. 
Furthermore t-test has also been applied in order to find out 
significant differences at 0.5 level if any, and to work out 
comparative analysis among respondents. The data have been 
analysed and compared on the basis of perception and 
aspiration differentials among the respondents hailing from 
the skilled and semi-skilled categories of the workers selected 
from some of the established and reputed lock industries 
located in Aligarh. 
According to the findings, following conclusions and 
tentative suggestions are submitted: 
The researcher feels that little work pertaining to the 
perceptions and aspirations among the workers of Aligarh lock 
industries has been undertaken by any researcher sociology. 
The percentage-wise analysis and t-value pertaining to 
perceptions and aspirations of the respondents hailing from 
skilled and semi-skilled workers group reveal as under: 
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Majority of the workers (respondents) keeping in view 
the productivity aspect feel that regular medical check-up 
should be made operative in the factories. 
It is tentatively proposed that regular medical checkup 
keeping in view the productivity aspect be made compulsory 
by law. If any owner not abiding by the law, be subjected to 
legal course of action. 
Majority of the respondents have exhibited their views 
that the factory where they work, do not have prescribed and 
provided adequate facilities for regular medical check up of 
the workers. 
It is tentatively suggested that the Factory Act be made 
compulsorily operative in all the factories. Regular check-up 
of the factory workers be made compulsory by the concerned 
governmental authorities to check the provisions pertaining to 
the prescribed medical facilities, which are supposed to be 
followed by the owners of the factory. In case of any short 
coming proper legal action, as prescribed in the law, be taken 
against the concerned owners of the factories. 
Majority of the respondents hold that lack of proper 
medical facilities within the factory campus amount to lesser 
interest of the workers towards their working. 
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It is tentatively suggested that factory owners should 
themselves keeping in view their own economic interest, 
should provide at least basic medical facilities to their 
workers within the factory campus so that workers may feel 
attracted towards their establishments and work judiciously. 
Such facilities, it is expected are boxind to liave positive 
impact on productivity. 
Majority of the respondents agree with the statement 
that industrial workers on account of lesser pay often engage 
themselves in some other extra economic activities and pay 
lesser attention towards their assigned jobs where they are 
working. 
It is tentatively proposed that the factory owners in 
order to avail judicious services of the workers and get better 
productivity results, should revise the salary of the workers 
after every three or five years or so. They should also 
formulate proper pay scales for the workers' and system of 
incentives should also be adopted by the factory owners in 
order to gain the confidence and working sympathies of the 
workers which ultimately is expected to give fillip to higher 
productivity. 
Majority of the respondents agree with the statement 
that the factory owners do not revise the pay structure of their 
workers amounting to the adoption of an attitude of 
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indifference by the workers towards their assigned job which 
adversely affect production. 
It is tentatively proposed that keeping in view the higher 
productivity aspect and to enrich workers attitude in positive 
direction, the factory owners must revise the pay structure of 
the workers annually or on the basis of their profits, which, it 
is expected, would not affect production adversely. 
Majority of the respondents hold the view that their 
average work load and wages are not judicious which amounts 
to frustration and lesser production. 
It is tentatively proposed that in order to control 
frustration and encourage production aspects, the factory 
owners should be careful in the assignment of workload to the 
workers and wages should be paid judiciously on the basis of 
extra workload if any. 
Majority of the workers feel that the loan, which they 
seek on exorbitant rates of interest produce psychological 
strains on them amounting to lesser attention towards their 
job. 
It is tentatively suggested that in order to save workers 
from psychological strains and to retain their working 
concentration, the factory owners should start some loan 
provisions within the system. The factory owners can realise 
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the given loans from worker's salary every month on very 
nominal rate of interest. 
Majority of the respondents have expressed that they do 
not get judicious bonus amounting to lesser attention towards 
production and conflicting situations among the workers and 
management. 
It is thus tentatively suggested that the factory owners in 
order to gain the confidence of the workers must provide 
adequate bonus to the workers. It is expected would help in 
the maintenance of workers sincerity towards work as well as 
in attaining higher productivity and in arresting any 
conflicting situation among the factory owners, management 
and the workers. 
Majority of the workers have expressed their views that 
provisions of pension would amount to greater productivity as 
well as healthy relationship among the workers the 
management. 
It is tentatively suggested that in order to keep in view 
the productivity aspect as well as in the maintenance of good 
relationships among the workers and the management, the 
provisions of pension must be incorporated by the factory 
owners. It is expected, would ultimately lead to higher 
productivity and healthy relationship among the workers and 
the management. In case of temporary workers or contractual 
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labour some financial provisions be made by the owners to 
provide some suitable amount of money to the labourer or 
worker if he / she leaves the job himself / herself or asked by 
the factory owner to leave the job. 
Majority of the workers have expressed their views that 
in the event of closure of their factory they do not get full 
payment and other claims which generally generate hostility 
among the workers towards the management. 
It is tentatively proposed that in the event of the closure 
of the factory, the owners must pay the salary first and then 
they must make every effort for some compromise with the 
workers in the matters of their other claims. Furthermore, it is 
also suggested that Factories Act be modified to take suitable 
initiative to rescue such workers. 
Majority of the respondents have agreed with the 
statement that their factory owners avoid the implementation 
of labour laws judiciously which often leads to conflict 
situation among the workers and the management. 
It is tentatively suggested that in order to avoid any kind 
of conflict with the workers, the management should sincerely 
and honestly apply labour laws in their factories. Furthermore, 
it is also suggested that the concerned officials of industrial 
and labour departments, should keep regular surprise checks 
of the factories and see whether the industrial laws are 
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operative in the factories or not. Suitable action should be 
taken against such factory owners, where the industrial laws 
are not being rigorously implemented. 
Majority of the respondents have expressed their 
feelings that leave provisions in their factories are not very 
restricted hence they are satisfied with their leave provisions. 
It is tentatively proposed that leave provisions to the 
workers should remain as they are presently operative. It is 
further suggested that in the event of any eventuality if any 
worker seek extra leave he should not be awarded any kind of 
admonishment or punishment rather he be asked to work for 
extra time for which he need not be paid extra. 
Majority of the respondents have expressed that loan 
facilities to the workers for marriage of their wards or for the 
construction of house etc. are not provided by the factories 
which causes dissatisfaction among the workers. 
It is tentatively proposed that factory owners on the 
basis of their annual profits should raise funds which may be 
marked "Loan Funds". Loans may be given to the workers for 
the marriage of their wards or for the construction of their 
houses etc. on nominal rate of interest, which can be 
reclaimed from the workers salary on monthly basis. Such 
step, it is expected, would have great positive impact on the 
workers satisfaction, productivity as well as on labour-
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management relation. By providing such facilities factory 
owners can get favors from the Government as well as 
enhance the reputation of their factory. 
Majority of the respondents have expressed that if loan 
facilities are made available in the industrial set ups it may 
lead to integrate the feelings of belongingness among the 
workers and might result in greater productivity and healthier 
relationships with the management. 
It is tentatively proposed that keeping in view the 
productivity as well as labour-management relationships 
aspects, every factory owner must make provisions for loan 
facilities to the workers on nominal rate of interest. The loan 
may be deducted from their salaries on monthly basis. Factory 
owners can seek Government help for raising such funds for 
loans for the workers and in this, they would be serving as 
middle men without raising funds from their own sides, such 
step, it is expected, would lead to integrate the feelings of 
belongingness among the workers and might result in greater 
productivity and healthy relationships with the management. 
Majority of the workers have observed that in the event 
of workers' death their dependents on compassionate grounds 
are not provided any job in their establishments, which causes 
the feelings of insecurity and uncertainty, amounting to lesser 
sincerity of the workers towards their establishments. 
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It is tentatively proposed that the government should 
make specific provisions in the Factory Act and Labour laws 
that in the event of worker's death his/her dependents on the 
basis of qualifications on compassionate grounds have to be 
provided job in the same organisation as such provisions are 
not operative these days. This accomplishment, it is expected, 
would succeed in controlling the emerging feelings of 
insecurity and uncertainty among the workers and would 
improve the feeling of sincerity towards their management. 
Majority of the respondents have expressed their 
agreement with the statement that after the death of workers if 
judicious financial assistance or job for dependents are made 
compulsory by law it may provide positive return as far as 
productivity and labour-management relations are concerned. 
It is thus tentatively proposed that under Companies Act 
and Labour Laws provisions be made compulsorily applicable 
that in the event of the worker's death, his/her dependent shall 
be provided with substantial financial assistance for future 
settlement of the dependent or job be provided by the factory 
owners, where the worker was serving. It is expected that such 
approach would enhance and enrich production as well as 
healthy labour-management relations. 
Majority of the workers have expressed their 
disagreement with the statement that the workers on account 
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of profit aspects are often asked by the management to work 
overtime but do not get judicious remuneration for their over 
time work from the management. 
It is tentatively proposed that in the event of over time 
work if and when required by the factory owners, should 
continue the presently operative system of extra payment to 
the workers and if possible occasionally some small gifts 
should also be offered to the workers. Such step, it is 
expected, would further strengthen the labour-management 
relations and working environment of the establishments. 
Majority of the workers have expressed their opinion 
that on account of lesser education and adequate salary, 
workers are unable to provide proper education to their 
children which often leads to frustration and dissatisfaction 
towards their job. 
It is tentatively suggested that the less educated workers 
of their establishment be advised by the management to attend 
Adult Education Programmes, which are operative in every 
district. In doing so, workers in order to improve their 
financial position should take up some extra economic activity 
during their spare time but not at the cost of their own 
working responsibilities, so that they may be able to educate 
their children. Furthermore it is also suggested that factory 
owners as a tool to encourage workers should start some kind 
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of scholarship provisions for the children of their workers. In 
case, if factory owners make such provision, it may amount to 
enrich the reputation of the factory as well as factory owners 
can seek manual favours from the government under various 
aspects of welfare schemes meant for the workers. 
Majority of the respondents have manifested that 
management does not attend to desired physical and socio-
cultural requirements of their working setups according to 
modern modules, which amount to lesser productivity and 
restricted interaction among the workers and the management. 
It is tentatively suggested that keeping in view the latest 
modern approaches operative in the western world which have 
brought very good productive results the Indian factory 
owners are also advised to modify their present working 
system in gradual installments. It is expected that if the 
physical and socio-cultural requirements of the working 
setups are modified on modern lines, would amount to greater 
productivity profits and healthier interactions among the 
workers and the management. 
Majority of the respondents do feel that promotional 
avenues in their factories are negligible, amounting to greater 
psychological strains and frustrations among them resulting in 
lesser productivity. 
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It is tentatively proposed that keeping in view the 
productivity and profits aspects, factory owners must 
incorporate the provisions for promotional opportunities to the 
workers on the basis of some specific criteria, which would, it 
is expected lead to a great extent in arresting the feelings of 
psychological strains and frustrations among the workers and 
strengthen the labour-management relations with a positive 
impact on productivity. 
Majority of the respondents donot agree with the 
statement that discriminative attitude of the employers on the 
basis of caste and religion are operative in the factories, 
affecting production as well as social relationships in the 
working set ups adversely. 
It is tentatively suggested that in order to keep the 
productivity as well as social relationship aspects, the 
employers should encourage their workers to interact among 
themselves freely and regularly. The same approach be 
adopted by the management for interaction with workers. It is 
expected that the approach would further strengthen the 
relationships among the workers and the management on 
permanent basis and would very effectively keep on going 
production going on in positive directions. 
Majority of the respondents do not agree that favoritism 
often prevails among the employers as well as among the 
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employees which tends to uneven the relationships and 
productivity. 
It is tentatively suggested that management should take 
sincere care in checking that the tendency of favoritism does 
not emerges in their establishments, in order to maintain 
healthy relationships and level of production. 
Majority of the respondents hold that as a matter of 
policy, management does not encourage workers participation 
in matters related to production and administration. 
It is tentatively suggested that keeping in view the 
production and better administrative aspects, that management 
should always take workers in confidence and seek their 
opinions or views through their representatives pertaining to 
any problem related to production and administration. This, to 
a great extent, is expected, would help the management in 
solving factory problems because they are largely connected 
with labour and management of the establishments. 
Furthermore, the workers would feel elated and honoured if 
their opinions are sought, which would strengthen the 
relationships with the management having positive impact on 
productivity. 
Majority of the respondents holds that if the 
management encourages the participation of the workers 
representatives in matters of administrative and policy 
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matters, it may bring some positive impact on industrial 
relations as well as on productivity. 
It is thus tentatively proposed that management should 
freely seek consultations or opinions of the workers 
representatives on crucial matters pertaining to the 
administration and production aspects. It is expected that this 
would have concrete positive impact on production as well as 
on the relationships among the workers and the management. 
This approach is globally visible in the present era of change, 
labour-management relations. 
Majority of the respondents hold that management offer 
legitimate financial and social security to the workers in the 
event of need. 
It is tentatively suggested that management should not 
deviate from the operative patterns of extending such 
securities as they have their own impact on the workers mind, 
which ultimately are manifested in the production and 
relationships with the management. 
Majority of the respondents hold that if industrial units 
make provisions of recreational facilities within the campus, 
it would amount to better productivity and healthy relations 
between the labour and the management. 
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It is tentatively suggested that industrial units of our 
society should make provisions for some recreational facilities 
in their setups, in order to diversify the interest and activities 
of the workers. It is expected that such interest and 
investment from the side of the owners of the factory would 
generate healthy labour management relations and higher 
productivity. 
Majority of the respondents feel that democratic modes 
of interaction among the workers and the management are not 
operative in the factories, amounting to lesser productivity as 
well as affecting relations with the management adversely. 
It is tentatively suggested that management should adopt 
democratic modes of interaction in their establishments so 
that the workers may take greater positive interest towards 
organisations where they are working. Such modes of 
interaction in the establishments, it is expected, would 
generate "we feelings", among the workers which ultimately 
would have positive impact on production and labour-
management relations. 
Majority of the respondents hold that industrial units of 
our society do not modernise their productive system from 
time to time, hence are lagging behind in production and 
profits, thus are unable to pay adequately to the workers. 
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It is tentatively suggested that keeping in view the 
modern or latest changes in the production system as adopted 
by the industrial units of the west, the factory owners of our 
society are advised to introduce and adopt latest technological 
innovations in the system of production. This is expected 
would have great positive impact on production and their 
profits, there by, they would be able to pay salaries 
adequately to their workers. 
Majority of the respondents do not agree with the 
statement that industrial workers do not encourage changes in 
the system of their working because of illiteracy and 
inexpertness on their part even if the management wishes to 
introduce them from the point of view of better productivity 
and profits. 
It is tentatively suggested that management should 
encourage changes in the traditional system of their working 
conditions according to the needs of the time. In case, if the 
factory owners observe that any of their workers on account of 
illiteracy and inexpertness is unable to pickup changes 
properly, then such worker be sent for some training in those 
factories where such changes have already been incorporated. 
The adoption of such approach on the part of the management, 
is expected, would encourage workers in the acceptance of 
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changes as well as would yield greater productivity and 
profits for their establishments. 
Majority of the respondents have expressed their 
disagreement with the statement that they are not religiously 
committed towards their assigned jobs which amounts to 
lesser productivity leadiivg to uncoivgeivial relationships among 
the workers and the management 
It is tentatively suggested that management should keep 
a careful watch over such workers who seems to be less 
committed to their assigned jobs and persue them 
affectionately not by punishment to fulfill their 
responsibilities towards their assigned jobs. Such workers to a 
great extent can be attracted towards their expected 
commitment of work provided, they are offered suitable 
incentives. Incentives do have positive impact on the workers 
as a whole as far as their defined roles and duties in the 
industrial units are concerned. 
Majority of the respondents do feel that occasional riots 
and strikes do have their adverse impact on production as well 
as on workers and management relations. 
' It is tentatively suggested that educated and enlightened 
members of the society and factories should play a judicious 
and positive role in harmonizing the situations generated by 
riots and strikes. It is further suggested that in the event of 
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riots, factory owners with the help of local administration 
should arrange and send eatable items and some money to the 
workers and their families residing in riot affected areas. In 
situations of strike, the management should adopt democratic 
approach for amicable settlement or compromise with the 
workers by accepting some of their genuine demands. If any 
matter is complex some committees including workers 
representatives be formed to provide solution to the complex 
problems, which need solutions. 
Majority of the respondents agree with the statement the 
that factory owners on account of their vested interest extend 
heavy financial support to political leaders and parties at the 
cost of workers economic welfare. 
It is tentatively proposed that factory owners should 
maximally restrict their financial support to political leaders 
and parties because such assistances have given rise to 
manifold forms of corruption in trade and political atmosphere 
of our society. The factory owners at any cost should not 
extend such financial support at the cost of the workers 
welfare, because they are the backbone of their factory's 
survival. Furthermore, it is also suggested that the government 
should enforce such laws, which should delimit the range of 
such donations, which should be subject of accountability. 
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Majority of the subjects notice that political leaders of 
parties with their deferring ideologies exploit the workers and 
the management which adversely affect the working 
environment of the factory. 
It is tentatively suggested that union leaders of the 
factories as well as factory owners should sincerely 
discourage political activists and leaders to visit their 
factories and address them on any issue. The adoption of such 
practice, it is expected, would help in the retention of good 
working environment of their establishments. Management to 
a great extent can achieve such objective provided they hold 
full confidence of their workers by adopting liberal 
administrative, working and social policies of their 
establishments. 
Majority of the respondents hold that employers on 
account of their economic interest appoint workers as casual 
or temporary working hands which often leads to conflicting 
situation between the workers and management amounting to 
lesser productivity. 
Keeping in view the plights of casual or temporary 
working hands as well as productivity aspects of our industrial 
set ups, it is tentatively suggested that workers should not be 
employed as casual or temporary hands rather they should be 
appointed on the basis of some working contract. The contract 
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should not be less then of five years because five years 
working experience would add to better qualifications of the 
worker for future progress and change. The government should 
also modified the legal provision, which is three years 
because five years working experience would be more useful 
for the worker if the worker wants to change from one factory 
to another. Furthermore, working contract policy should be 
formulated on certain specific criteria such as work 
performance, punctuality and honesty etc. or whatever factory 
owners deem fit. Such practice if adopted, is expected would 
encourage workers for better performance and thus would give 
rise to production. 
Majority of the subjects feel that if the government, as a 
matter of socio-industrial policy puts a ban on casual or 
temporary appointment of the workers in industrial units, it 
would have positive impact on productivity as well as on 
labour-management relations. 
It is tentatively suggested that the Government should 
send a panel of experts to such countries, which are 
industrially well advanced so that they may study and analyse 
the problems of the workers as well as the system of 
appointments in those countries. It is expected that their 
report would be of immense value for the Government and for 
the Indian working force. Furthermore, the Government as a 
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matter of policy should formulate an ordinance to ban the 
appointment of casual or temporary working hands. The 
Government should also direct their labour as well as 
industries departments to keep honest and judicious list of the 
working hands in the industry district wise. In case if any 
violation is reported by them against any factory, legal action 
should be taken against the owner of the factory. In case if the 
Government find it difficult to ban the operative system of 
casual or temporary appointments of the workers, then should 
encourage working experience hands to start their own setups 
by providing technical guidance as well as loan on very 
nominal rate of interest to them. It is expected that if rigid 
check on casual or temporary appointments is made operative 
or facilities of technical guidance and loan are made available 
to the workers, it would attain positive impact on factories as 
well as on workers. 
Majority of the respondents agree with the statement 
that frequent changes in industrial policy by the Government 
has an adverse bearing on productivity as well as on labour-
management relations. 
It is tentatively suggested that Government should not 
introduce changes in industrial policies frequently. The 
changes be incorporated keeping in view the worker's 
conditions, adequate condition of the work place, workers 
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welfare as well as labour-management relations aspects etc. 
The units, which are well established but are in need of 
financial or technical help, the Government should assist them 
judiciously according to their requirements. Such steps, it is 
expected, would have positive impact on productivity as well 
as on labour-management relations. 
Majority of the respondents have expressed their feeling 
that their factory owners are more interested in obliging the 
concerned government officials, instead of caring about 
workers welfare which carries more resentment among the 
workers towards their management. 
It is tentatively proposed that factory owners may oblige 
the concerned Government officials within certain limits if 
there is any need but it should not be at the cost of workers 
welfare. In case if it is practiced the workers, it is expected, 
would hold a feeling that the owners of the factory are not 
obliging at their cost. It is expected, that such feelings would 
to a great extent arrest the feelings of resentment if any 
among the workers towards their management which would 
enhance productivity as well as healthier relationships 
between the workers and the management. 
Majority of the subjects feel that unethical relationships 
are sometimes operative among the workers the management 
in our industrial septups which often leads to conflicting 
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situations among the workers and the management affecting 
production adversely. 
It is tentatively suggested that keeping in view the 
probable emerging conflicting situation in the set ups and 
adverse impact on productivity, the owners and management 
of the factories should take extra and every care that 
industrial working ethical norms are never violated. It is 
expected that if professional ethics are rigidly maintained the 
opportunity of conflicting situations among the workers and 
the management would be controlled maximally and 
productivity will not be affected negatively. Furthermore, the 
management as a moral commitments of the working policy 
should openly declare that if any such matter comes to the 
notice either of the management or to the workers with 
evidence, the person would be subject to course of legal 
action. 
Majority of the respondents feel that majority of the 
industrial workers are addict to some kind of intoxication 
which often adversely affect on work as well as on 
relationship with the management amounting to lesser 
productivity. 
It is tentatively proposed that some kind of prohibitory 
methods be incorporated in the industrial units to check the 
workers not indulging towards any kind of intoxication while 
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on job. Industrial units as a working policy or condition 
should openly declare that if any worker after medical 
examination is found under intoxication would be subject to 
some kind of punishment like no pay for the day, one day 
deduction in leave provision, no over time work for one week 
and even termination of services etc; such policy declaration, 
it is expected would work as strong deterrent in the units. 
Furthermore, the management should occasionally also invite 
persons having sound knowledge about the negative impacts 
of intoxication to deliver lectures inside the campus. Similarly 
films on the abuses of intoxication should also be shown to 
the workers as and when convenient to the management. Such 
approach if adopted by the factory owners, it is expected, 
would play a decisive role in reshaping the workers and in 
providing positive results from all aspects. 
Majority of the respondents feel that the reputation of 
the factory produces some feelings of superiority and 
inferiority complexes among the workers which often 
encourages them for change of factory affecting production 
adversely. 
It is tentatively suggested that factory owners in order to 
retain their good working hands should take some extra care, 
interest and adopt judiciously the liberal welfare schemes 
meant for the workers. The factory owners in order to magnify 
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the reputation of their establishments are also advised to seek 
media help for the propagation and the implementation of the 
workers welfare schemes and other benefits offered to their 
workers. Such steps, it is expected, would to the great extent 
put a check on the feelings of workers and protect production 
also. 
Majority of the respondents have expressed their 
disagreement with the statement that management does not 
concede to the judicious demands of the workers until and 
unless they adopted and employ pressure techniques at the 
displeasure of the management. 
It is tentatively suggested that presently operative 
practice of accommodation and adjustment of workers 
judicious demands be retained at all costs so that displeasure 
among the workers and the management never emerges. 
Furthermore, it is also proposed that management with the 
help of workers leaders should keep a watch on wayward 
workers also which often give fillip to such demands or 
situations leading to displeasure and discomforts in the set 
ups. 
Majority of the respondents have expressed their 
agreement with the statement that occasionally the labour 
leader get their work done under the table from the 
management at the cost of their co-workers. 
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It is tentatively suggested that workers of the factories 
as a united force should keep strict and constant watch on 
their leaders. In case if such leaders gain something under the 
table from the management they should be fully exposed and 
condemned by the entire work force of the setups. They 
should also press the management not to extend patronage to 
such self-centered workers or leaders so that unwanted 
corruption may not get its entrance in the establishments. 
Furthermore, it is also suggested that workers among 
themselves should generate strong, consciousness that they 
would neither listen nor support such workers or leaders who 
gain at their cost. 
Majority of the respondents have agreed with the 
statement that occasional conflicts among the workers are 
operative in the factories amounting to lesser productivity and 
unhealthy relations among them as well as with the 
management. 
It tentatively suggested that the management as well as the 
enlightened workers of the establishments should take 
responsibility and play judicious role in diffusing any 
conflicting situations arising among the workers of the 
organisation. It is further proposed that workers with political 
background or connections should not be encouraged in such 
proceedings. It is expected that such approach would succeed 
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in achieving amicable compromise among the workers and 
would have positive impact on productivity as well as in the 
maintenance of healthy relationship among themselves and 
with the management. 
Majority of the respondents have expressed their 
agreement with the statement that the working environment of 
their factories is not congenial to the workers causing 
frustrations and strains amounting to lesser productivity. 
It is tentatively suggested that factory owners should 
pay special attention towards workplace and its environment it 
should be congenial as prescribed by Factories Act. 
Furthermore, they can also seek help from government 
officials as well as individuals having expertise in the 
technologies of the working environment and the system. It is 
expected that if the congenial working environment in the 
factories is maintained maximally, it would to a great extent 
control the feelings of frustrations and strains on the workers 
and thus production would not be affected negatively. 
Majority of the respondents have manifested their 
agreement with the statement that labour forces in industrial 
units are mostly rural based which on account of improper 
adjustment with the urban settings often create conflicting 
situations between the labour and management amounting to 
lesser productivity. 
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It is tentatively proposed that management keeping in 
view the rural based workers, minimizing conflicting 
situations as well as productivity should keep constant watch 
and assist such working hands in the set ups. In doing so, they 
would neither be loosing good working hands nor conflicting 
situations would emerge and production would not be affected 
adversely. Management should encourage maximum socio-
cultural interactions among the workers themselves as well as 
with the management. The problem of their proper adjustment 
to a great extent can be solved, if the management on 
religious occasions and on important historical dates arrange 
some small-socio-cultural programmes in their organisation, 
that would provide an opperunity to the rural based workers 
for closer interaction and opportunity for rural urban 
adjustment among the workers and the management. In case if 
such adjustment is achieved, problem of adjustment would be 
minimized maximally and production would never suffer 
adversely. 
Majority of the respondents have exhibited their 
agreement with the statement that family size of the workers 
is generally large, hence they suffer from financial strains and 
frustrations, amounting to lesser attention towards their job 
assignment and productivity. 
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Keeping in view the large family size of the labour 
class, financial strains and frustrations among the workers, it 
is tentatively suggested that the workers be enlightened and 
educated about the importance and usefulness of small family 
size norms. The factory owners should seek help from Social 
Welfare Department in screening educative films on family 
planning to the workers in the campus itself. Furthermore, 
factory owners should also introduce some kind of incentives 
for the workers for the maintenance of small size family by 
adopting methods and techniques of family planning. It is 
expected that if the workers succeed in maintaining small size 
family norms they would remain free from strains and 
frustrations amounting to better adjustment and productivity. 
Majority of the respondents have exhibited their 
agreement with the statement that the government should 
impose some kind of population tax so that the problem of 
over population in general and among the workers in 
particular be checked, amounting to better productivity and 
prosperity of the workers. 
It is tentatively proposed that besides educative 
processes for the control of population as are operative 
presently, the Government should introduce some kind of tax 
on population. The Government keeping in view the amount of 
the tax to be levied, resources of the country as well as 
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pressure on the land should first decide the size of ideal 
family. This, to a great extent can be achieved if the 
Government seek help from the geographers, economists, 
psychologists and sociologists of the country. The tax be 
imposed uniformly throughout the country the fear of the tax, 
it is expected, would have a decisive impact on the masses. It 
is expected that if the policy of small family size norms are 
adopted by the workers it would have positive impact to check 
the problem of over population among the working class as 
well as on productivity and prosperity of the workers. 
Majority of the respondents have displayed their 
agreement with the statement that factory owners in order to 
pay less do often engage child labour force under hand 
causing physical and psychological strains on the children 
amounting to conflicts and lesser productivity. 
It is tentatively proposed that worker's leaders should 
keep constant watch on such establishments where children 
are being employed by the owners and they should raise their 
voice against such factory owners. They should also bring 
such cases to the notice of the concerned authorities as such 
employment's are prohibited by law. Furthermore, concerned 
officials of labour and industry departments should also make 
surprise and judicious checks on the factories. In case, if any 
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factory found violating the law they should proceed for legal 
action against such factory owners. 
Majority of the respondents feel that because of 
expected high salary demands by the qualified technical 
hands, employers avoid to employ them which affect 
production adversely. 
In is tentatively proposed that keeping in view the 
higher productivity and profit aspects, the employers should 
offer attractive salaries according to the qualifications of the 
technical hands. In the absence of qualified technical hands, 
the objective of higher productivity can never be achieved. It 
is also suggested that factory owners can offer the salary as 
demanded by the qualified persons on contractual basis. 
Contracts can be made for a specific period of time, if the 
management feels that the performance of such persons is 
fairly good or upto to their satisfaction, the contracts may be 
renewed. In doing so, it is expected that owners would not 
lose financially rather gain higher production and profits. 
Majority of the respondents holds that management as 
well as workers are against and opposed to the Governments 
policy to allow other nations to enter in the areas of industrial 
setups in India because it would negatively affect our already 
established systems and employment opportunities. 
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It is tentatively suggested that government should take 
extra care in allowing other nations to enter in setting up their 
trade and industrial units in India. It is expected that without 
considering the demands and requirements of the presently 
operative industrial units in our society and permitting the 
foreigners to set up their establishments, would amount to the 
total collapse of our industrial setups. Furthermore, 
Government before permitting outsiders should hold free and 
frank discussions with the owners of the already established 
organisations as well as economist of the country about the 
positive and negative feasibility of such ventures to decide at 
the cost of Indian industries. It is also expected that the 
cottage industries of our country under such liberalism would 
be uprooted maximally amounting to maximum unemployment 
and great economic crises. 
On the basis of inspection and reports of Aligarh Lock 
Industries it has been observed and suggested that due to 
indifferent attitude of the State Government towards the 
problems of Aligarh Lock Industries the production of locks is 
highly unsatisfactory. If due attention is not paid to their 
problems and due assistance is not provided for the industrial 
units, it is expected that many industries may be closed down 
and thousands of workers may face retrenchment. 
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The researcher in order to elicit responses of the factory 
owners as well as managerial staff pertaining to salary 
problems, incentives, bonus measures to improve productivity, 
ways to maintain healthy relations between them and working 
forces, worker's participation and environmental conditions of 
work place etc. held verbal discussions with them. 
The respondents were almost unanimous in their views 
pertaining to the above stated as facts which were presented 
before them, they have submitted that on account of paucity of 
funds some times they are often forced to distribute worker's 
salaries not as a whole but according to the different 
categories of the workers. The salaries of the workers are 
never stopped and are paid within one month's time. 
Incentives and bonuses are also distributed in the same way 
but on festivals they do provide something as gift to the 
workers. 
In order to achieve or maintain higher productivity level 
and to re-enforce healthier relationship with workers, they 
often not regularly invite senior experienced working hands to 
discuss the factory working and problems with them, in such 
meetings their leaders are also invited to participate. 
Factory owners undoubtedly, as expressed by them are 
keenly interested to introduce latest tools and techniques in 
their production system from time to time but on account of 
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^ financial constraints they are unable to incorporate them at 
the earliest hands, they take long time in the accomplishment 
of such targets. They are not satisfied with the loan provisions 
or facilities provided by the government because of the 
procedure involved their in as well as monetary corruption 
operative in the system hence they avoid loan seeking as far 
as possible. 
Factory owners as well as management of the units are 
fairly aware and conscious to maintain healthy socio-
psychological environments of their establishments. They also 
claim that pollution and congestion aspects of the working 
places. 
The researcher during the visit to the factories and 
interaction with the workers observed that factory owners as 
well as management of these units are not judiciously and 
sincerely committed their propagations and expected 
commitments as per factory laws pertaining to their setups, 
particularly as far as small scale units of Aligarh Lock 
Industries are concerned. 
Aligarh lock industry undoubtedly can play a leading 
role to improve the state of economy if remedial measures 
from time to time are provided by the Government to 
industries, like easy credit facilities, worker's training, 
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adequate supply of water and power and re-organisation of 
marketing on modern patterns etc. 
These industries are likely to contribute to great 
economic growth and can earn foreign exchange maximally as 
Aligarh Locks have already established their place in 
International market. Furthermore, it is also suggested that 
concrete and co-ordinate efforts be made by the state as well 
as by the concerned agencies for the promotion of export of 
Locks so that Aligarh Lock Industry may come up as are one 
of the top foreign revenue earners of the country. 
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Name 
Age 
Sex 
Occupation 
Category 
Religion 
Rural/Urban 
Caste 
Wife 
Wife working 
House wife 
Number of dependents 
Male child 
Female child 
Satisfied with the present 
Skilled 
Alive 
Age 
Age 
iob: Yes/No 
Semi-skilled 
Dead 
Educational 
Background 
Educational 
Background 
Unskilled 
Job Yes/ 
No 
Job (Yes) 
(No) 
QUESTIONNAIRE 
g Agree Indiffer Dis-
No ent agree 
1. Do you agree that the factory workers keeping in ( ) ( ) ( ) 
view the productivity aspect need regular medical 
check up? 
2. Do you feel that factories in our society do have the ( ) ( ) ( ) 
prescribed and adequate facilities for regular medical 
check up of the workers? 
3. Do you feel that the lack of proper medical facilities ( ) ( ) ( ) 
within the factory campus decreases the interest of 
the workers towards working? 
4. Do you agree that the industrial workers on account ( ) ( ) ( ) 
of lesser pay often engage themselves in some other 
extra economic activities and pay less attention 
towards their assigned jobs where they are working? 
5. Do you agree that the factory owners do not revise ( ) ( ) ( ) 
the pay structure of their workers resulting to the 
adoption of an attitude of indifference by the. 
workers towards their assigned jobs which adversely 
affect production ? 
6. Do you feel that the wages and average work load of ( ) ( ) ( ) 
the workers are not judicious which amounts to 
frustration and lesser productivity ? 
7. Do you notice that the factory workers frequently ( ) ( ) ( ) 
seek loans on exorbitant rate of interest and thus 
remain psychologically strained amounting to lesser 
attention towards their job? 
8. Do you feel that the factory workers do not get ( ) ( ) ( ) 
judicious bonus amounting to lesser attention 
towards production and conflicting situation among 
the workers and the management? 
9. Do you feel that if pension provisions were ( ) ( ) ( ) 
introduced, it would amount to greater productivity 
as well as to healthy relationship among the workers 
andHhe management? 
10. Do you agree that in the event of the closure of any ( ) ( ) ( ) 
factory, workers do not get their full pay and other 
claims, which generate hostility among the workers 
towards the management? 
11. Do you agree that the factory owners avoid the ( ) ( ) ( ) 
implementation of labour laws judiciously which 
often lead to conflicting situations among the 
workers and the management? 
12. Do you feel that leave provisions in Indian factories ( ) ( ) ( ) 
are very restricted which are often the causes of 
dissatisfaction among the workers ? 
13. Do you agree that the loan facilities to the workers ( ) ( ) ( ) 
for the marriage of their wards or construction of 
houses etc. are not available in the factories which is 
one of the cause of dissatisfaction among the 
workers? 
14. Do you feel that if loan facilities are made available ( ) ( ) ( ) 
in the industrial set ups it may lead to integrate the 
feeling of belongingness among the workers and 
might result in better productivity and healthy 
relationship with the management? 
15. Do you notice that in the event of worker's death, his ( ) ( ) ( ) 
dependents on compassionate grounds are not 
provided any job in the establishments which causes 
the feelings of insecurity, uncertainty amounting to 
lesser sincerity to the workers towards their 
establishment? 
16. Do you agree that after the death of the worker, if ( ) ( ) ( ) 
any financial assistance or job for their dependents 
are made compulsory by law, it may provide positive 
returns as far as productivity and labour management 
relation are concerned ? 
17. Do you feel that the workers on account of profit ( ) ( ) ( ) 
aspects are often asked by the management to work 
overtime but do not get judicious remuneration for 
their overtime work from the management? 
18. Do you feel that on account of lesser education and ( ) ( ) ( ) 
inadequate salary, workers are unable to provide 
proper education to their children which often leads 
to frustration and lesser job satisfaction among the 
workers? 
19. Do you feel tiiat management do not carefully attend ( ) ( ) ( ) 
to the desired physical and socio-cultural 
requirements of their working set ups according to 
the modem modules, which is amounting to lesser 
productivity and restricted interaction among the 
workers and management? 
20. Do you feel that promotional avenues in the factories ( ) ( ) ( ) 
are negligible amounting to greater psychological 
strain and frustration among the workers, resulting in 
lesser productivity? 
21. Do you observe that discriminative attitudes of the ( ) ( ) ( ) 
employers on the basis of caste and religion are 
operative in the factories affecting production as 
well as social relationship in the working setups 
adversely? 
22. Do you agree that favouratism often prevails among ( ) ( ) ( ) 
the employers as well as among the employees 
which tends to uneven the relationship and 
productivity? 
23. Doyouagree that as a matter of policy, management ( ) ( ) ( ) 
do not encourage workers participation in matters 
related to production and administration? 
24. Do you feel that if the management encourages the ( ) ( ) ( ) 
participation of the workers representatives in 
matters of admim'stration and production policy 
matters, it may bring/some positive impact on 
industrial relations as well as on productivity? 
25. Do you observe that the management offers ( ) ( ) ( ) 
legitimate financial and social security to the 
workers in the event of need? 
26. Do you agree fliat if industrial units of our society ( ) ( ) ( ) 
make some provisions of recreational facilities 
within the campus, it may amount to better 
productivity and healthy relations between the 
labour and the management? 
27. Do you agree that democratic modes of interaction ( ) ( ) ( ) 
among the workers and the management are not 
operative in the factories, amounting to lesser 
productivity as well as affecting relations with 
management adversely? 
28. Do you agree that industrial units of our society do ( ) ( ) ( ) 
not modernize their production system from time to 
time hence are lagging behind in production and 
profits, thus are unable to pay adequately to the 
workers ? 
29. Do you agree that industrial workers do not ( ) ( ) ( ) 
encourage changes in the system of their working 
because of illiteracy and inexpertness even if the 
management wishes to introduce them from the 
point of view of better productivity and profits ? 
30. Do you feel that majority of the factory workers are ( ) ( ) ( ) 
not religiously committed towards their assigned 
jobs which amounts to lesser productivity leading to 
uncongenial relationship among the workers and the 
management ? 
31. Do you feel that occasional riots and strikes do have ( ) ( ) ( ) 
their adverse impact on production as well as on the 
relationship among the workers and the management 
? 
32. Do you agree that the factory owners on account of ( ) ( ) ( ) 
their vested interests extend heavy financial support 
to political leaders and parties at the cost of the 
workers economic welfare ? 
33. Do you notice that political leaders of the parties ( ) ( ) ( ) 
with their different ideologies exploit the workers 
and the management which adversely affect the 
working environment of the factories? 
34. Do you agree that employers on account of their ( ) ( ) ( ) 
economic interests appoint workers as casual or 
temporary working hands which often leads to 
conflicting situation between the workers and the 
management amounting to lesser productivity ? 
35. Do you feel that if the Government as a matter of ( ) ( ) ( ) 
industrial policy puts a ban on casual or temporary 
appointments of the workers in industrial units, it 
may have some positive impact on productivity as 
well as on labour-management relations? 
36. Do you agree that frequent changes in industrial ( ) ( ) ( ) 
policies by the Government has an adverse bearings 
on productivity as well as labour-management 
relations? 
37. Do you feel that factory owners are more interested ( ) ( ) ( ) 
in obliging the concerned Government officials 
instead of caring about workers welfare which 
carries some resentment among the workers towards 
their management? 
38. Do you feel that unethical relationships are ( ) ( ) ( ) 
sometimes operative among the workers and the 
managements in our industrial set ups which often 
leads to conflicting situation among the workers and 
the management affecting productivity adversely ? 
39. Do you observe that majority of the industiial ( ) ( ) ( ) 
workers are addict to some kind of intoxication 
which often adversely affect on work as well as or 
relationship with the management amounting to 
lesser productivity? 
40. Do you feel that the reputation of the factory ( ) ( ) ( ) 
produces some feelings of superiority and inferiority 
complexes among the workers which often 
encourages them for change of factory affecting 
production adversely ? 
41. Do you agree that management often do not concede ( ) ( ) ( ) 
to the judicious demands of the workers until and 
unless they adopt and employ pressure techniques at 
the displeasure of the management ? 
42. Do you feel that occasionally the labour leaders get ( ) ( ) ( ) 
their work done under the table from the 
management at the cost of the workers services ? 
43. Do you notice that occasional conflicts among the ( ) ( ) ( ) 
workers are operative in the factories amounting to 
lesser productivity and unhealthy relations among 
them as well as with tfie management? 
44. Do you feel that the working environment in the ( ) ( ) ( ) 
factories is not congenial to the workers, causing 
fiiistrations and strains amounting to lesser 
productivity? 
45. Do you agree that the labour forces in industrial ( ) ( ) ( ) 
units are mostly rural based which on account of 
their improper adjustment with the urban settings, 
often create conflicting situations between the labour 
and management amounting to lesser productivity ? 
46. Do you feel that the family size of the workers are ( ) ( ) ( ) 
generally large, hence, mostly they suffer from 
financial strains and frustrations amounting to lesser 
attention towards their job assignments and 
productivity ? 
47. Do you agree that the Government should impose ( ) ( ) ( ) 
some kind of population taxes so that the problem of 
over population in general and among the workers in 
particular be checked, amounting to better 
productivity and prosperity of the workers ? 
48. Do you agree that factory owners in order to pay less ( ) ( ) ( ) 
do often engage child labour force underhand, 
causing to great physical and psychological strains 
on the children, amounting to conflict and lesser 
productivity ? 
49. Do you think that because of expected higher salary ( ) ( ) ( ) 
demands by the qualified technical hands, employer 
avoid to employ them, which affect production 
adversely? 
50. Do you feel that the management as well as the ( ) ( ) ( ) 
workers are against and opposed to the poUcy of 
Government to allow other nations to enter in the 
area of industrial set ups in India because it would 
negatively affect our already established systems and 
employment opportunities ? 
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+Igmc1l ^ ^ ^ 3TtRT g^WW ^ # f ? 
33. WOT 3TN 5 ^ ^SR ^ T^F^ TcT t f ^ >iM^fcl* %T irg ( ) ( ) ( ) 
m f M arpft fti^ 3TTW# "^ « r f ^ xjw wsi^ chl' wit 
34. ^ ^ g j ^ VFSm^ 3lf^ Sfif^ cTTT CPTJT^  ^ fpfy 3(|cf)RHc>> ^ ( ) { ) ( ) 
^ 4txi ?HTW v3?q^ ^ vJTmr % WOT am ^ g^ sR ^ ^ H ? ^ t? 
35. ^ >FRgiR 3TTcf#rTcf) Xr^ 3RSJT^ ^ T P R ^ ^^ ^ ePTT^ '^ { ) ( ) ( 
36 3fld1Pl» ^ t f M ^ ^Rg>R ^RT S r a H ^ MRCI^H ^ g>T^ ( ) ( ) ( 
g ^ 3TFT §?f WSR ^ ^^JF'm t ? 
37. ^ m 3TN ??T ^ 2 R >^  ^ T ? ^ t ? f^ W5fll>HH « f f ^ ^ ( ) ( ) ( 
m ijg> yg^a ^ J T ^ t ^^IT s m 5 ^ g ^ R ^ ^ i ? ^ t ? 
38. w^ ^ s M ^ g j ^ g?»ft ira^ ERfj xjci arfJm^ ^ ^ w^^^ ( ) ( ) ( 
^571? ?t vjn^ ^ ^NT^ ST^j^ ^m4 v3cMH lit wm t 
fvjRT^ vJc*J|c{H XR y f c % f T^^cn t Z^IT 3Tm 5 ^ g>aR >^  
39. ^?n 3fN 5 ^ g>aR ^ ^FIFTcr t f ^ s r i ^ R i ^ 9 l f ^ f ^ j # ^ ( ) ( ) ( 
^ ^ ^ ^ 3nf^ F t ^ t fuTFf^ g ^ N ^ ^ ^cTcf vicMKH 
^ H^ii^ E^i TR ?fr MRic»y?i vsm^ ^^sm t ^m SIN $ ^ g^R 
40. ?ZTT 3TN 5 ^ ^m^ i\ T^FfTcT t f^  ^ i M ^ * r f ^ ^ ^ ( ) ( ) ( 
41 WT ^ T^r^ I t i ^ « i ^ g5t ^ TRTRR T^^  CR) ^ ^ ( ) ( ) ( ) 
42. ^m 3?N F?T ^^8H ^ T^FHcT t t ^ ^^ Pl^ H %n « r f ^ ^ ( ) { ) ( ) 
43. ??n 3Tm ? ^ ^ 8 R ^ -HSJId t f^ W^ ^^ « f t ^ ^ ( ) ( ) ( ) 
44. ^ m 3Tm 5 ^ ^ r a n ^ ^R5HtT t f ^ 3flti1f>|ct) dldN^i"! ( ) ( ) ( ) 
ijcr Rj.gRj.^ NH m^ ^ ^ t am: "^^ mi erfcrr ^ 'ft 
45. ^m am 5 ^ ^>aR ^ ^w^m 1 1 ^ afldfjRi* fcpifjit ^i vsit ( ) ( ) ( ) 
46. ^qr arm ? ^ g>aR ^ ^H^m f f^ ari?l^ ?R «r fJ^ ^ ( ) { ) ( ) 
f^^ cTR g>T 3Tra>R ^ ^ Fl^ ^ ^RUI t ari^ mJRIcT: f^ofra 
amm ^ yf?^ t ftnHo^ g>RTir CT ?Rm ^ I F ^ ^ R ^ t ^ 
47. ^zn arm f ^ ^>8H >F» ^TFTCT t f^ ^ wct>K aiPTcff^  ^ ( ) ( ) ( ) 
ePTT^ eft g ^ ^ ^ftfcT * r f ^ ^ T 3 f ^ eTT ^T^Jcft t ? 
48. ??IT 3TN 51T ^ S R ^ H^FTcT t 1^ ^ ? j W # s H ^ cTFT ( ) ( ) ( 
WW\ ^ fcR « r ^ ^ Plil,ck1 ^R ^3^T^ TftinT ^ J ^ t 
fvji^ 'A ^ ^)crci ^ ^ ? t c ^ N2R^ « r i ^ JiTriT ftm 'ft cFrm 
49. ^m 3TFT 5 ^ gvSPI ^ ?^l?Tm t f^ vJIW iag?Ter «lft^ 3 T 1 ^ ( ) ( ) ( 
^cR ^ 'TFT ^r?m t eft vJd'l'Nfrl :^^ ^^ cpf ^ ^ W^^ 
yfcT^ inner ^^m % ? 
50. wm 3im 5 ^ ^m^ i\ ^HF'm t % ^ 'TNCT ^TT^R fc i^^ ( ) ( ) ( 
irmcfr ^ 'ft Hchl>ilrH* OTlfcTcT ^ ^ ? 
1. Name of the Factory 
2. How many workers are serving in your 
establishment? 
3. Number of main divisions / sections in your 
organisation? 
4. Name of the Sections No. of workers in each 
section 
1. 
2. 
3. 
4. 
5. 
6. 
5. What Kind of problem generally the workers 
occasionally raise before the managements? 
6. Do you feel that frequent changes in industrial 
policies by the govermnent often causes lesser 
production and conflicting situation? 
7. Do you think that bonus provisions for the 
workers are operative in the factories in 
Aligarh, if so what could be the percentage? 
8. Is political leaders and parties interfere in die 
factories in Aligarh? 
9. In your opinion what methods would be better 
to be adopted by the factories which may raise 
productivity and generate healthy relationship 
between the labour and the management. 
10. Do you think that employee should allow to 
participate in decision making so that their 
participation may tend to improve production 
as well as cooperation vvith management may 
also improve? 
